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ABSTRACT 



In order to formulate recommendations for improvement of 
the NOAA Corps Fitness Report System, the problem is attacked 
from three directions: 1) a study of industrial performance 

appraisal; 2) a study of appraisal methods in the six larger 
uniformed services of the United States: and 3) a study of 
the attitudes of NOAA Corps officers regarding the present 
NOAA Corps Fitness Report System. 

After assimilating and categorizing the information ob- 
tained from the above three areas, it is concluded that the 
NOAA Corps must redesign its appraisal system to better 
encompass both evaluative appraisal needs (past performance 
orienred) and development appraisal needs (future performance 
oriented) . 

Specific recommendations are offered to bring about the 
necessary changes. These recommendations include adoption 
of Management-by-Ob jectives , implementation of a form of 
self-assessment, and the addition of greater internal controls 
such as reviewing officers, total score guidelines, and 
written justification of all extreme marks. 
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I. INTRODUCTION 



The NOAA Corps, formerly called the ESSA Corps, is a 
descendant of the United States Coast and Geodetic Survey 
which was formed by Act of Congress in 1917* For many years, 
the major activities of the Coast and Geodetic Survey were 
hydrographic and geodetic surveying for which engineers 
qualified for marine command were required. Since that time, 
the NOAA Corps mission has expanded to encompass earth, at- 
mospheric, ocean, and biological sciences. In the August 1, 
1971, NOAA Corns Bulletin , the following NOAA Corps mission 
statement was published: 

"The mission of the NOAA Corps is to provide officers 
technically competent to assume positions of leader- 
ship in the projects and programs of NOAA. Members 
of a Uniformed Service, they serve as officers of 
the Department of Commerce or as military officers, 
if transferred to the Armed Services during times 
of emergency. Discipline and flexibility are in- 
herent in the Corps personnel system. NOAA officers 
are trained for positions of leadership and command 
in the operation of s.hips and aircraft: in the con- 
duct of field projects on land, at and under the sea, 
and in the air; in the management of NOAA observa- 
tional and support facilities: as members or leaders 
of research efforts ; and in the management of various 
organizational elements throughout NOAA." 

An intrinsic part of assuring that capable men are ful- 
filling that mission is the NOAA Corps Fitness Report System. 
The heart of this system is NOAA Form 5^-6, Fitness Report 
for Commissioned Officers. To quote from the instructions 
for preparing Form $ 6-6 ; 
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"This report is used with previous fitness reports 
for the purposes of assignment-making, career devel- 
opment and promotion." 

The objectives of this thesis are the determination of 
whether or not the NOAA Corps Fitness Report System is in 
fact fulfilling the above functions and, if not doing so, 
the formulation of methods to improve the System to better 
meet NOAA Corps personnel needs. To accomplish these ob- 
jectives, research has been directed into the following 
areas : 



1) A study of current literature to determine new de- 
velopments in and "state of the art" of performance 
appraisal . 

2) A study of pertinent NOAA Corps regulations and 
official published material regarding the NOAA 
Corps Fitness Report System. 

3) A study of the appraisal systems of the six larger 
uniformed services of the United States. 

4) A study of industrial appraisal systems with partic- 
ular emphasis on firms having occupational similari- 
ties to NOAA Corps assignments. 

5) An attitude and informational questionnaire designed 
to determine NCAA Corps officers' perceptions and 
observations of the NOAA Corps fitness report system. 



In conclusion, this thesis will make specific recom- 
mendations concerning the NOAA Corps officer appraisal 
system. These recommendations will be based on the results 
of the above studies and the questionnaire results. 
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II. PERFORMANCE APPRAISAL - STATE OF THE ART 



A . BACKGROUND 

The origins of performance appraisal are lost in an- 
tiquity. It is probable that the beginnings of performance 
appraisal coincide with the beginnings of the world’s old- 
est profession. ’Within the military realm, examples of in- 
formal military appraisal are found in the Bible, Caesar's 
account of the Gallic Wars, Napoleon's campaigns, and in the 
majority of '/written histories down through the ages. The 
reports of Brigadier General Lewis Cass in I813 are the 
oldest 'vnritten fitness reports in United States Department 
of Defense files. Since that time, all uniformed services 
and the majority of governmental agencies and industrial 
concerns have adopted some form of a personnel evaluation 
system. For the majority of organizations with a personnel 
e‘'/aluation system, the present format of the appraisal 
system has been arrived at by an iterative process as 
management theories have come and gone and as further in- 



into the workings of human behavior have been gained. 



today have stated or implied objectives of justifying wage 
and salary actions, setting goals, determining training needs, 
providing a historical background to aid in the justification 
of personnel actions, providing either positive or negative 
feedback concerning performance, and validating selection 
and promotion procedures. 




The majority of performance appraisal systems in use 



11 



Performance appraisal systems can be categorized in 
many ways. For purposes of this thesis, this writer cat- 
egorized appraisal systems by design of system, evaluator - 
evaluatee relationship, and developmental versus evaluative 
systems . 

3. PROBLEMS WITH APPRAISAL 

Before proceeding with a description of the above sys- 
tems it is noted that all systems have one or more of the 
following common appraisal problems as compiled by the writer 

(1) Subjectivity /Patton, 1960/ - No matter the system 
or the rater (s) , personal bias will creep into rat- 
ings. Personal values and bias have in more than one 
organization replaced organizational standards. 

(2) Halo effect /S’//art, Seashore and Tiffin, 19^17 “ This 
error occurs when the rater lets one characteristic 
influence ~he overall assessment of the person being 
rated. From the standpoint of the organization, this 
can be particularly harmful if politically skilled 
sycophants score high on items such as human relations 
and are then scored equally high on items such as pro- 
ductivity when in reality their productivity may be 
quite low. 

(3) Leniency /Taylor and Hastman, 195§7 “ These errors 
are manifested by grade inflation. The converse of 
this error is the tendency to rate people lower than 
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their true worth, although this is much less common. 

(4) Central tendency error /Patterson, 19527 “ This occurs 
when a rater tends to rate everyone average and in 
fact fails to differentiate between subordinates. 

(5) Establishment of Reliability /Taylor and Hastman, 
i95§7 ■ reliability of a performance appraisal 
system is the consistency with which a subordinate 

is rated in successive ratings, assuming no change in 
the subordinate's performance nor in 'che appraisal 
form. Reliability is also measured by the consis- 
tency with which two or more supervisors rate per- 
formance when they have comparable informaxion 
concerning a subordinate's performance. 

(6) Esxablishment of Relevance /Haynes, 1978/ - Are the 
traits being reported on truly relevant to the organ- 
ization and the job of the rated individual? 

(7) Establishment of Validity /Sayroff, Haggerty, and 
Rundquist, 1954/ - The validity of a performance 
evaluation system is indicated by the extent to which 
ratings reflect real differences in the degree to 
which the ratees are contributing to the overall 
goals of the organization. 

(3), Managerial Resistance - This problem first suggested 
by Douglas McGregor /Ref. 20/, is generated by the 
supervisor’s innate resistance to "playing God." To 
quote McGregor "The respect we hold for the inherent 
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value of the individual leaves us distressed when we 
must take responsibility for judging the personal 
worth of a fellow man. Yet the conventional ap- 
proach to performance appraisal forces us not only 
to make such judgments and to see them acted upon 
but also to communicate them to those we have judged. 
Small wonder we resist!" 

(9) Managerial Time Constraints ^hisler and Harper, 196^ - 
For managers having to appraise large number of sub- 
ordinates, the time required to both observe and then 
complete the paperwork involved with the appraisal 
process may be prohibitive. 

(10) Error of recency - According to Ford and Jennings 
^ef. llJ7, the tendency to evaluate an employee on 
what he has done recently as opposed to his consistent 
performance throughout the rating period. 

The above list is not meant to be a comprehensive listing 
of all problems associated with performance appraisal. 

Numerous other problems, such as intra-personal conflict be- 
tween rater and ratee, timeliness of appraisal information, 
and even intentional corruption of the system by morally 
barJcrupt managers, can and will crop up from time to time 
in specific instances. 
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C. DESIGN OF APPRAISAL SYSTEMS 



According to Oberg /Ret- 2^, there are nine system de- 
signs in general use today. These are: 

1. Essay appraisal 

2. Graphic scale rating 

3- Field review 

4. Forced-choice rating 

5* Critical incident appraisal 

6. Management-by-objectives approach 

7. Work- standards approach 

3. Ranking methods including alternation and paired 
comparison 

9. Assessment centers 

An additional system coming into fairly widespread use is 
the behaviorally anchored rating scale. The general charac 
teristics of these systems follow; 

(1) The essay appraisal /Richardson, 195£7 essentially 
requires the rater to write a paragraph or more 
describing the ratee's strengths, weaknesses, accom- 
plishments, estimated potential, etc. The biggest 
problems with essay ratings are the variability of 
length and content and the general difficulty associ 
ated with comparing one man's ratings with another. 

(2) The graphic rating scale /Raterson 1922-1923. Ryan, 
194^ does not allow an in-depth study of a man's 
performance characteristics, but it is considered 
one of the more reliable and consistent appraisal 
methods. According to Oberg, "For many purposes 
there is no need to use anything more complicated 
than a graphic scale supplemented by a few essay 
questions . " 
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(3) The field review method /Wadsworth, 194^ is utilized 
when it is suspected that there may he rater bias , 
widespread errors of leniency causing system inflation, 
or when comparability of ratings is essential. Essen- 
tially, this method involves a member of the central 
administrative staff meeting with small groups of 
raters and discussing the ratings of their individual 
employees with them. The objectives of this meeting 
are to (a) identify areas of inter-rater disagreement, 
(b) help the group arrive at a consensus concerning 
the ratings of their employees, and (c) assure that 
each rater is perceiving the organizatiorfs standards 
similarly. The major problem with this system is 
that the process is quite time consuming. 

(4) Forced-choice rating /Sisson, 19^^ has many varia- 
tions, but the most common asks the appraiser to choose 
from among tetrads of statements those which least 

fit him. Each statement has a weight or score at- 
tached to it as established by the designer of the 
form and the highest scoring ratees are considered the 
best performers. In theory this system looks great 
as it is assumed that both the rater and ratee have 
sub-moronic intelligence and are being "tricked” into 
giving a "true" evaluation. In practice, a sophis- 
ticated rater can easily give any employee as high or 
low of rating as he desires. Another problem is 
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that forced choice ratings are relatively useless in 
performance appraisal reviews. 

( 5 ) Critical incident appraisal ^lanagan and Burns, 19527 
involves the supervisor keeping a record of a sub- 
ordinate's performance throughout a rating period. 

Both good and bad performance is recorded and then 
related to the subordinate during an appraisal inter- 
view. The primary advantage of this system is that 

a man' s performance and not his personality is what 
is being evaluated. Problems with this system are 
that the supervisor sets the standards and then makes 
the subjective judgment of what is a "critical 
incident" 2^cott, 19727* 

(6) Management-by-objectives (MBO) /Vs-tton i960, The 
Conference Board, 196^ involves employees helping 
to determine their own future performance goals and 
then being rated on how well they attain these goals. 
Two major problems have evolved from this. It has 
become apparent that many employees want nothing to 
do with setting their own goals ("If I wanted to be 

a manager, I would have become a manager") and in 
many instances lauded examples of participatory man- 
agement have drifted into a system whereby management 
attempts to give an impression of participatory goal 
setting but, in fact, ends up setting its own goals 
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and objectives. In addition, some practitioners claim 
that paperwork, excessive time to implement, and in- 
ability to compare one individual with another are 
major difficulties of an MBO system. 

(7) The Work Standards approach /Oberg, 197 ^ is essen- 
tially MBO with one major philosophic difference. The 
company sets the objectives and then evaluates em- 
ployees on how well they attain these company set 
goals. However, setting goals for the employees 
should make the evaluation procedure less threatening 
as the employee knows the exact basis for his evalu- 
ation. The most serious problem with the Work Standards 
approach appears to be an inability to compare individ- 
uals, as employees in different portions of an organ- 
ization are rated on a different basis. Also in many 
jobs there is difficulty in setting accurate and fair 
standards . 

(3) Ranking methods essentially list employees in the 

supervisor's perceived order of worth to the organization. 
Alternation ranking /Lopez, 196^, forced distribution 
/Tiffin, 19517> paired-comparison /Lawshe , Kephart, 

and McCormick, 19^^ ranking are the most widespread 
ranking systems. This system is widely used in 
choosing individuals for promotion to top management 
as candidates for such positions usually have equally 
glowing appraisal reports. The major drawbacks of 
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this system are its almost completely subjective 
nature and the fact that it is not "relative." All 
those ranked may be very poor. Ultimately the individ- 
ual or group making such rankings must rely on ’gut 
feeling' to establish a ranking order. 

(9) Assessment centers ^llen, 19747. as pioneered by 

Dr. Douglas Bray of AT and T, are groups of specially 
trained managers from various departments in an or- 
ganization brought together to pool judgment for 
ranking a group of subordinates by order-of-merit . 

These subordinates pass through a series of manage- 
ment games, leaderless discussion groups, etc., and 
are evaluated on their performance by the assessment 
center. This system is a sophisticated ranking method 
that makes it possible for worthy individuals in low 
status departments or low profile jobs to attain visi- 
bility in the competitive situation of an assessment 
center. There is little that can be said against such 
a method as it has the effect of equalizing oppor- 
tunity, improving morale, and enlarging the pool of 
possible promotion candidates. However, it can be 
very expensive and ultimately relies on the collective 
subjective judgment of the individuals making up the 
assessment center. 

(10) Behaviorally anchored rating-scales, lauded by Millard, 
Luthans, and Otteman ^ef. 21/ as "A New Breakthrough 
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for Performance Appraisal" are in fact a glorified 
version of the graphic rating scale. For example i as 
opposed to headings such as outstanding . . . through 
unsatisfactory on a performance trait such as grace- 
fulness, the rater could be expected to choose from a 
list of statements such as 

- a) Has the moves of a prima ballerina 

- b) Can pirouette with the best of them 

- c) Can jog reasonably well 

- d) Trips often 

- e) Misses the ground when intentionally throwing 

self at same 

The authors claim this system will be a breakthrough 
for "more reliable, effective and valid performance 
appraisals." Because of the increased specificity 
of xhe rating scale, it is possible that this system 
will function better than the traditional graphic 
rating scale. However, a problem exists in identi- 
fying universally applicable behavioral descriptors 
in an organization with diversified missions. 

The majority of appraisal forms in use today incorporate 
elements from one or more of the above appraisal designs. 

The over-riding philosophy in this hybrid approach is that 
two or more appraisal systems used together will complement 
each other and give a more complete view of the rated 
individual. 
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EVALUATOR-EVALUATEE RELATIONSHIPS 



/ Within the context of the 
following evaluator-evaluatee 



above appraisal designs , 
relationships can exist: 



the 



1. ^ Superior-subordinate appraisal system - This is the 

classical evaluation system in which the superior 
passes judgment on the past performance of a subor- 
dinate. This system is also amenable to a group of 
superiors combining their views to pass judgment on a 
subordinate . 

2. Participatory approach - This system is essentially 
the management-by-ob jectives approach in which a sub- 
ordinate and superior jointly establish a set of ob- 
jectives for the subordinate to accomplish, and then, 
at xhe end of a rating period, participate in evalu- 
ating how well the subordinate met his objectives and 
agree on a new set of objectives for the coming rating 
period . 

3 . ^ Self -appraisal - Self -appraisal, as described by 

Teel ^ef. 3^> is s. method whereby the subordinate 
rates himself and then compares his results with his 
supervisor's rating of him. Ground rules are laid out 
ahead of time for negotiating differences between the 
subordinate's view of himself and the superior's view 
of the subordinate. Teel reports that in his experience 
this method enhanced the communication between superior 
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and subordinate during the appraisal interview. 

Tenneco Oil of the firms canvassed in Chapter 3 prac- 
tices this form of self-appraisal . A variation of 
self-appraisal, whereby the subordinate provides his/ 
her superior with a listing of his objectives, duties, 
and accomplishments during the appraisal period, is 
practiced by two firms canvassed by the writer and is 
under consideration for use by the United States Army. 
Peer ratings ^^ollander, 195ii7 ~ Ratings by those of 
equal rank or position in a hierarchical social system 
are termed peer ratings. The over-riding consideration 
of peer evaluation is "that the individual working 
closest to the person being judged would have the best 
information on performance" /Whisler and Harper, 196^. 

A major problem in peer rating is that the criteria for 
evaluation may be useful to the rater but not necessarily 
to the organization /French, 197 ^ • 

5 . Subordinate-suuerior ratings ^aloney and Hinrichs , 

19527 ■ This method entails a subordinate rating a 
superior. This is most effective when the superior is 
rated on such items as training subordinates, providing 
pen’ormance feedback, and providing a supportive atmos- 
phere for subordinates to function within. These systems 
accept the fact that a subordinate does not have a suf- 
ficiently wide view of the "big picture" to evaluate 
a superior on all facets of his performance. The 
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objective in such a system is to provide a superior 
with feedback relating to his handling of subordinates. 
It is hoped that this will improve the superior's 
effectiveness as a leader and manager. As with peer 
group evaluation, the rater’s performance appraisal 
may be based on criteria useful to the rater but not 
necessarily to the enterprise. 

E. EVALUATIVE VERSUS DEVELOPMENTAL APPROACH 

Cummings and Schwab ^ef . ^ differentiate performance 
appraisal philosophies on the basis of whether the use of 
the appraisal is to evaluate past actions or develop future 
performance. Evaluative use of performance appraisal focuses 
on past actions which could affect administrative decisions 
such as promotions, demotions, transfers, and terminations. 

On the other hand, developmental appraisal focuses on im- 
proving performance and the potential for performance by 
identifying areas for growth and personal development. The 
following table /Cummings and Schwab, 197 ^ outlines the 
major differences between the modes of appraisal. 
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Evaluative Role Developmental Role 

of Appraisal of Appraisal 



Focus 



On past performance 



Objective Improve performance 

by more effective per- 

sonnel and reward 
administration 

Method Variety of rating and 

ranking procedures 



Role of 
Superior 

Role of 
Subordinate 



To judge, to evaluate 

Passive or reactive, 
frequently to defend 
himself/herself 



On improvement in 
future performance 

Improve performance 
through self-learn- 
ing and growth 



Series of develop- 
mental steps as re- 
flected, for example, 
in management by 
objectives . 

To counsel, help, 
or guide 

Active involvement 
in learning 



I 

Figure 1 



Within the context of the above figure, it is becoming in- 
creasingly apparent that depending on the individual being 
rated, either the developmental or evaluative appraisal mode 
may be of greatest benefit to both the organization and the 
individual being rated. For instance, a hard-charging self- 
starter in a job with growth opportunities may be best ap- 
praised in the developmental mode. Individuals in jobs with 
little growth opportunity and little desire to learn more 
may be best appraised in the evaluative mode. By the same 
token, poor or marginal performers must be appraised in the 
evaluative mode in order to keep tabs on their current 
performance . 
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It has ‘become common practice in many companies to combine 
the evaluative and developmental aspects of performance ap- 
praisal into one all encompassing system. Some authors 
/Cummings and Schwab, 1978, Beer and Ruh, 197^ have sug- 
gested that the techniques for performance evaluation are 
completely different from and may be inconsistent with the 
techniques for development of performance . 

Cummings and Schwab /Ref. ^ address this by suggesting 
a three pronged appraisal program, encompassing a develop- 
mental action program (DAP) , a maintenance action program 
(MAP) , and a remedial action program (RAP) . DAP focuses on 
the proven high performer with upward potential, MAP on the 
acceptable performer with limited upward potential, and RAP 
on the substandard performer who requires close observation 
or who should be prepared for termination. The advantage 
to implementing a DAP, MAP, and RAP program lies in the 
system's recognition that differing individual's with dif- 
fering personalities and worth to the organization may best 
be appraised in different ways. The program's major weakness 
lies in identifying DAP, MAP, and RAP candidates. It would 
appear that the pigeonholing of subordinates into a DAP, MAP 
or RAP mode would involve the saune subjective judgments that 
are involved in all other appraisal systems. As such the 
writer suggests the use of a dual appraisal system, which 
recognizes the differing nature of the evaluative and develop- 
mental aspects of performance appraisal. 
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F. DEVELOPMENT AND MAINTENANCE OF AN APPRAISAL PROGRAM 

In developing an appraisal program, many decisions have 
to be made. Among these ares 

1) What are the program objectives? 

2) Is the program direction evaluative, developmental, 
or a combination of the two? 

3) V/hat are the behavioral dimensions to be appraised? 

4) V/ho will be the appraisers and how often will 
appraisals be conducted? 

5) V/hat will be the design of the appraisal form? 

After determining answers to one through four of the above, 
the design of appraisal forms can begin. Haynes ^efs. 13 
and suggests keeping the following thoughts in mind 

while designing appraisal forms: 

1. Express only one idea with each factor to be ap- 
praised. If two thoughts are expressed, such as 
punctuality and attendance, a person who is rated 
high on one and low on the other is difficult to 
appraise . 

2. Use words the appraiser will understand. 

3 . Have appraisers evaluate what they observe, not 
what is inferred. 

4. Avoid double negatives. Make positive, declarative 
statements . 

5 . Express thought clearly and simply. Qualifying 
clauses, ponderous words, and complex expressions 
serve only to confuse the appraiser. 
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6. Keep statements internally consistent. 

7. Avoid universal statements. Words such as "all," 
"always," and "never" lead to ambiguity. 

3. Concentrate on the present. Any attempt to go into 
the past for a rating will lead to distortion. 

Dramatic events in the past stand out in an appraiser's 
memory, while good daily work tends to be expected 
and therefore overlooked. (This appears to contra- 
dict the concept of the "error of recency" ^ord 
and Jennings, 19777 as reported in Section B of 
this chapter.) 

9. Avoid vague concepts. This is particularly ap- 
parent in attempts to appraise personality factors. 



Heisler ^ef. 1^7* in a study of viewpoints of one 
hundred chief executive officers of Fortune 500 companies 
versus the viewpoint of 200 MBA candidates at Wake Forest 
University, found the following ranking of traits for deter- 
mining promotability . The MBA candidates’ rankings are in 



parentheses . 



1 . ( 3 ) 

2 . ( 11 ) 
3 . ( 6 ) 

4 . ( 3 ) 

5 . ( 9 ) 

6 . ( 7 ) 

7 . ( 1 ) 

3 . ( 5 ) 

9 . ( 27 ) 

10 . ( 10 ) 



Comes up with new ways to handle problems. 

Is cooperative, has the spirit of teamwork. 

Has a good record of accomplishments. 

Is able to operate with a minimum of direction. 
Is able to argue logically. 

Is able to meet deadlines. 

Is able to communicate clearly and effectively. 
Is tactful in making suggestions to superiors. 
Is able to take suggestions from subordinates. 
Has the respect of colleagues. 
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The MBA candidates rated 2 and 4 respectively 

- 2. Is able to sell ideas. 

- 4. Has a pleasant personality. 

The corresponding Chief Executive Officer (CEO) values are 
12 and l8. It is noted that the above rankings reflect the 
CEO's view of present corporate policy. As a cross reference i 
Heisler also asked for CEO's and MBA candidates to rank 
traits as they should be considered in an ideal setting. 

The major casualties in this cross-referencing are 

3. (5) Is tactful in making suggestions to superiors 

- 18. (4) Has a pleasant personality 

which drop to 21 (l?)and 20 (18) respectively. 

It is the writer's belief that any designer of an appraisal 
form which incorporates a graphic rating scale into its format 
should seriously consider utilizing at least the top ten 
traits or some form of them as reported by Heisler for CEO's. 

Cook /Ref. !// , in an attitude survey of managers, found 
that the usefulness, and thus the value, of performance ap- 
praisals can be improved if they 

1. Are provided as frequently as costs and other cir- 
cumstances permit. 

2. Are provided as soon after the end of a reporting 
period as possible. 

3 . Give appropriate credit for favorable performance. 

4. Include, if possible, the reasons for reported below 
average performance. 



28 



5- Provide as much detailed information as specifically 
needed hy each recipient. 

6. Include only controllable items. 

7 . Are accurate. 

8. Compare actual results with an accurate, fair, and 
appropriate basis of measurement (where possible 
the quality of the job should also be measured). 

9 . Emphasize the exceptional items (good and bad) which 
require the attention of the manager. 

10. Avoid using performance reports as a pressure device 
to prod the managers continually to increase output 
or decrease cost. 

Ford and Jennings /Ref. llJ7 make the case that the prime 
method of increasing the effectiveness of performance apprai- 
sals is to reduce the time interval between appraisals. 
"Available research evidence, though limited, indicates that 
increasing appraisal frequency can be an effective way of 
overcoming reluctance to administer appraisals, increasing 
the accuracy of the performance rating, enhancing employee 
satisfaction and acceptance of the appraisal, and mitigating 
judicial charges of discrimination . " As opposed to flooding 
headquarters with bi-monthly or quarterly reports. Ford and 
Jennings suggest that the supervisor maintain an appraisal 
file for his subordinates and compile a year end composite 
report for inclusion in headquarters personnel files. It is 
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felt that such a system could help eliminate such factors 
as the recency error, halo effect, and unpleasant surprises 
such as the subordinate discovering that he has been doing 
something wrong all year and finding out about it only dur- 
ing his yearly appraisal. 

G. EQUAL EMPLOYMENT OPPORTUNITY AND THE PERFORMANCE 
APPRAISAL 

Increasingly, the courts are looking at an organization's 
performance appraisal system in situations involving alleged 
discrimination because of sexual, racial, or religious 
bias. According to Schneier /Ref. 2 ^, the courts have 
found appraisal systems to be discriminatory when: 

- They were based on subjective and ill-defined criteria. 

- They may have been affected by sexual and/or racial bias. 

- They were not collected and scored under standardized 
conditions, thus affecting their reliability and validity. 

- The content of the rating instrument was not based on a 
careful job analysis. 

- They were not shown to be job related through proper 
validation studies. 

French /Ref. 12/ feels that " job-relatedness , detailed 
instructions for raters, familiarity with the employees' day- 
to-day performance, and standardized methods of administration" 
are required to assure an appraisal system is not found to be 
discriminatory . 
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H. SUMMARY 

Performance appraisal has the attribute of either becom- 
ing a major problem to an organization or a tool with which 
to improve both employee morale and productivity. Although 
some systems claim to be able to reduce subjectivity in rat- 
ings, it is doubtful that any system dealing with human 
beings can (or even should) be made completely free of 
subjectivity. In view of recent court decisions, it is a 
necessity for all organizations to inspect their appraisal 
system for potentially discriminatory elements and redesign 
their system as required. It must be remembered that any 
appraisal system is only as good as the people administering 
it. In addition, it must be recognized that the performance 
appraisal is only one facet, albeit very important facet, of 
an effective personnel administration system. The perform- 
ance appraisal is not and cannot be a panacea for poor re- 
cruiting practices, poor job placement, and inadequate 
training programs. Poor performance, where it exists, is 
not the fault of an appraisal system. The converse is not 
true. A good appraisal system can enhance and improve em- 
ployee performance. 
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Ill . INDUSTRIAL PERFORMANCE APPRAISAL 



A. CANVASSING OF INDUSTRIAL CONCERNS 

Noting that there are numerous similarities hetween the 
performance of employees of specific types of industrial 
concerns and the officers of the NOAA Corps, fifty-nine 
industrial concerns were contacted by the writer for infor- 
mation concerning their performance appraisal systems and 
career development programs. 

Prior to contacting these firms, the writer categorized 
NOAA Corps assignment possibilities into seven broad and 
sometimes overlapping areas s 

1. Nautical oriented 

2. Flight oriented 

3 . Environmental data collection (ocean, earth, at- 
mosphere, biosphere) 

4. Research and development 

5 . Technical operational 

6 . Technical staff and management 

7 . Administrative staff and management 

Coupled with these potential assignment areas are the possi- 
bilities of prolonged duty in remote areas and a highly 
mobile life style. These considerations led to canvassing 
of firms in the following areas: 

1. Natural Resources (mineral and forest development) 

2. Worldwide Construction 

3 . Research and Engineering Development 
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4 . 



Maritime Transportation 

5. Ocean- Industry 

6. Fisheries 

7. Air Transportation 

Responding companies were s 

American President Lines 
Bechtel 

Beckman Instruments, Inc. 

The Cleveland-Cliffs Iron Company 

The Cleveland-Cliffs Iron Company (marine operations) 
Digital Equipment Corporation 
Fluor Corporation 

Fairchild Camera and Instrument Corporation 
Georgia-Pacific Corporation 
Asarco , Inc . 

Gulf Oil Company 

Hewlett-Packard 

Kennecott Exploration, Inc. 

Kaiser Aluminum and Chemical Corporation 
Morrison-Knudsen Company, Inc. 

Moore-McCormack Lines, Inc. 

Matson Navigation Company 
Ocean Technology, Inc. 

Ocean Data Systems, Inc. 

Oceaneering International , Inc. 

Prudential Lines, Inc. 

Santa Fe International Corporation 
Standard Oil Company (Indiana) 

Standard Oil of Ohio 
Sun Harbor Industries 
Texaco, Inc. 

Tenneco Oil 

Texas Instruments Incorporated 
United Airlines 
U.S. Borax 

United States Lines, Inc. 

V/eyerhauser Company 

The appraisal and development forms and accompanying 
(if received) regulations and official guidance for comple- 
tion of these forms and methods of appraisal were analyzed by 
the ’/nriter. In the case of a company having multiple appraisal 
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forms, the form most applicable to the NOAA Corps mission 
was utilised for analysis. However, in the case of the 
Cleveland-Cliff s Iron Co., because of the wide divergence in 
form design between supervisory personnel and marine trans- 
port deck officers, both forms were utilized in the analysis 
of appraisal systems. Conversely, responses were received 
from Gulf Oil Exploration and Production Company and from 
Gulf Research and Development Company, both divisions of 
Gulf Oil. As both divisions utilized the same forms. Gulf 
Oil was only counted once in the analysis. The response 
from Sun Harbor Industries, a subsidiary of Westgate-Cali- 
fornia, a fishing company, was a management appraisal form 
as opposed to a fisheries captain or deck officer appraisal 
form. Responses from Asarco , Inc. (natural resources) and 
American President Lines (maritime transport) indicating no 
formal appraisal system were received via telephone conver- 
sation. A telephone response from Ashland Exploration (nat- 
ural resource) indicated a recent change in appraisal design 
to a system encompassing a greater degree of self-assessment. 
As no follow-up form ’//as received by the writer, Ashland 
’//as not included in the analysis. See Figure 2 for a com- 
pilation of characteristics found on industrial performance 
appraisals, and an indication of the relative frequency with 
’//hich various characteristics are utilized. Figure 2 
is designed such that industry types are across the top and 
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Narrative Comments 9 

Evaluative Mode 9 

Overall Rating 8 

Job Accomplishment 7 

Job Duties 7 

Reviewing Superior 8 

Developmental Mode 8 

Included with evaluative 

form 7 

Separate form for career 
development 1 

Rating Scale 6 

Graphic (General) 3 

Behaviorally Anchored 2 

Graphic Specific 1 

Strong Points 9 

MBO 6 

Present Potential for Promo- 
tion 7 

Weak Points 9 

Space for employee's 
Comments 6 

Supervisor's Summary of 
Employees Comments 4 

Long-term Potential 4 

No Formal System 3 

Narrative required with 
graphic scale 2 

Self assessment 1 

Forced Distribution 1 

Weighting of performance 
factors 0 

Desirability 0 

Peer Rating 0 



Figure 2 
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appraisal characteristics run down the left margin. Charac- 
teristics are ordered by decreasing frequency of use. 

3. APPRAISAL SYSTEM DESIGN PARAMETERS 

As can be seen from Figure 2, twenty-seven of the re- 
sponding entities have some measure of formal appraisal 
of employees, while only five responses indicated no formal 
appraisal system. Prior to discussing the twenty-seven re- 
sponses, two firms, Georgia-Pacific and Kennecott Explora- 
tion, Inc. , Ocean Mining Laboratory, gave good reasons for 
not maintaining formal appraisal systems. In the case of 
Kennecott Ocean Mining Laboratory, Mr. John T. Fuller, Man- 
ager of Administration , v/rote, "Since this is a small organ- 
ization with few transfers of personnel between ourselves and 
other Kennecott offices, the need for a formal evaluation 
system with historical depth is minimal. . . Since there are 
no "promotion boards" at a geographically remote area, there 
is little need for extensive documentation on job performance." 
Georgia-Pacific Corporation returned an answer which could 
be partially applicable to the NCAA Corps (however, the 
writer is not suggesting that the NCAA Corps dispense with 
its Fitness Report System) . In explaining why Georgia- 
Pacific had no formal evaluation system, S.G.F. DeChant, 
Personnel Director, wrote, "We are too highly decentralized 
and diversified to make such a program economically feasible." 
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Of the twenty-seven companies reporting formal appraisal 
systems , all require narrative comments and all evaluate 
past behavior . Overall ratings, a description of job accom- 
plishments and job duties, and a requirement for a reviewing 
supervisor to inspect the completed appraisal and comment 
as necessary are found in nineteen of the twenty-seven 

I 

appraisal systems received. 

Eighteen of the twenty-seven appraisal and/or development 
systems received have mention of career development incor- 
porated into their system. Of these, fourteen have some 
measure of career development included on the appraisal 
form while four responding companies, in apprarent adherence 
to the belief that evaluation and career development are 
philosophically divergent, maintain separate forms for both 
career development and evaluation. 

Seventeen responding companies use some form of rating 
scale to evaluate employee performance. Of these, seven use 
graphic scales with general headings similar to the NOAA Corps 
form; four use graphic scales with specific headings (one 
thought expressed per rating item; such as, "Is respected by 
superiors" vice all encompassing "Human Relations"), and six 
use a " Behaviorally Anchored Rating Scale" (BARS). As a 
BARS is a relatively new concept, it is possible that a 
greater number of companies will adopt a BARS system in the 
future . 
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sixteen of the responding companies require a specific 
statement of an employee's strong points while only fourteen 
companies require a statement of weak points. The difference 
here is possibly explainable by a feeling on the part of some 
personnel departments that mention of weak points is dys- 
functional from both the organization's standpoint and the 
rated individual's sxandpoint. It is felt that concentrating 
on overcoming weak points merely wastes time and energy 
while concentrating on strong points can strengthen both the 
individual and the organization. 

Management-by-objectives (MBO) logged sixteen responses. 
All companies in the "Research and Engineering Development" 
category utilize MBO. As MBO, of all evaluative and develop- 
mental systems, most encourages intra-organizational communi- 
cation, it is easy to see why companies working within rapidly 
changing environments would utilize this system. However, 
none of the responding maritime or air transportation firms 
utilize MBO. Within these industries, the work of deck of- 
ficers and flight personnel is quite structured and standard- 
ized as the primary job objective is to get a moving vehicle 
from point A to point B in one piece. In addition, it is 
required that officers in the maritime and air transport 
industries pass stringent licensing examinations and possess 
the requisite skills necessary to function in their occupa- 
tions prior to employment. As such, there is little point in 
an MBO or career development program in these industries. 
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A statement as to the rater's view of the present pro- 
motahility of the rated individual was found in fifteen of 
the appraisal systems studied by the writer. 

Of those appraisal system traits that are found in less 
than half the formal systems studied by the writer, eight 
firms provide space for the subordinate to comment upon 
his evaluation, while seven systems require or recommend 
that the supervisor summarize the results of the appraisal 
discussion and the subordinate's reaction to his/her 
evaluation . 

Six firms require comment concerning an employee's long- 
term career potential. The writer disagrees with this aspect 
of appraisal systems on two counts: 

1) unrealistic hopes followed by disillusionment could 
be fostered by such a system; 

2) early pigeon-holing of an employee into a low long- 
term potential category could result in lack of 
motivation to both improve self and increase value to 
the organization. 

Four firms provide space for written comments within the 
graphic scale and require that all marks be justified. Al- 
though tedious, this helps to increase both the validity 
of ratings and the validity of personnel actions based upon 
the graphic scale ratings. Weyerhauser Company adheres to 
this system with the objective of making each appraisal 
" accurate , " " precise , " and " legally defensible in case of 
challenge." In an era of raised social consciousness, with 
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accompanying discrimination suits, reverse discrimination 
suits, EEO and Affirmative Action, it is mandatory that em- 
ployee appraisals be legally defensible. It is probable that 
in the near future many other organizations utilizing grading 
scales will adopt a policy requiring full justification of 
both all highly complimentary marks and all adverse marks. 

Self-assessment is found within three appraisal systems. 

In all of these systems an evaluation by the supervisor also 
occurs. The evaluation by the supervisor is tempered, al- 
though not controlled, by the subordinate self-assessment. 

The intent is not to "let the tail wag the dog," instead it 
is to allow responsible employees the opportunity to present 
their accomplishments to upper management and to stimulate 
increased communication between subordinate and supervisor. 

As regards self-assessment, Tenneco Oil adheres to the belief 
that, "If an atmosphere of trust has been developed between 
you (supervisor and subordinate) , it may be surprising to 
find how accurately many employees will evaluate themselves." 
(Section 6.4 of MANAGING FOR PERFORMANCE A Supervisor's 
Guide for Imolementing the Tenneco Oil Company's Performance 
Planning and Evaluation System , February 7, 1978)* As the 
levels of both employee education and overall job expecta- 
tions increase, it is probable that self-assessment will come into 
widespread use as an input to the total appraisal process. 

In industrial circles, the use of forced distributions 
appears to be waning in popularity. Only two responding 
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firms require that an employee be placed into a hypothetical 
distribution of peers. It is probable that both MBO and 
the move to appraise personnel on the basis of job performance, 
as opposed to in comparison with peers, are the primary causes 
of the seeming demise of the forced distribution. 

The weighting of performance factors in relation to 
their importance to a given job is logically appealing, but 
is only practiced by one responding firm. The writer con- 
jectures that problems of administration and the confusion 
resulting from such a weighting system are the causes for 
such a policy's relative lack of use. 

Peer rating is found in only one appraisal system. Peer 
rating is employed by Digital Equipment Corporation for 
the evaluation of "many of our technical and scientific 
people" (personal communication from Robert R. Clark, Manager, 
Employee and Management Development, 10/24/78). Desirability 
is considered by only one maritime transportation company. 

C. INDUSTRIAL APPRAISAL SYSTEM TYPE AS RELATED TO NCAA CORPS 

NEEDS 

On the whole, industry is concerned wiirh opening channels 
of communication between subordinate and supervisor. This 
dialogue is not directed at " touch-f eely, " "I'm OK, You’re 
OK" pablum, but at a relatively hardnosed look at what the 
subordinate can do to improve himself/herself professionally 
and, by so doing, improve the overall capabilities of the 
organization. 
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The exceptions to the industrial trend (as observed 
by the writer) are the marine and air transportation in- 
dustries. The licensed officers that operate ships and air- 
craft are evaluated primarily on their physical ability to 
operate a specific type of craft and the depth of profes- 
sional knowledge which they have acquired concerning the 
operation, design, and maintenance of that craft. Although 
new aircraft and new types of ships are periodically intro- 
duced, the basic mission of officers employed in the trans- 
portation industry remains unchanged: the safe passage of 

passengers and cargo. 

Looking at the differences between the appraisal systems 
of the transportation industry and the remainder of industri- 
al types canvassed, the question arises: "What industrial 

type organization does the NOAA Corps most closely resemble?" 
Obviously NOAA officers command and man ships and aircraft 
and are responsible for the safe passage of these vessels. 
However, NOAA ships and aircraft have highly diverse primary 
missions ranging from tidal studies, environmental baseline 
studies, photo gramme trie missions, and hurricane "hunting" 
thru hydrographic surveys, geophysical surveys, global at- 
mospheric studies, etc., ad infinitum. Consider the diverse 
ship and aircraft missions of the NOAA Fleet, and the fact 
that the average NOAA Corps officer rotates between sea/ 
flight duty and shore duty (which can range from independent 
laboratory research through engineering program manager) , and 
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the truly complex nature of both the NOAA Corps mission as 
a whole and the mission of the individual officer emerges. 

It appears that the NOAA Corps is most like the resource 
companies, construction firms, and research and engineering 
development entities in appraisal needs. The NOAA Corps 
needs both a strong evaluation system and a strong develop- 
mental system. This will be addressed further in Chapter ?. 



43 



IV. UNITED STATES UNIFORMED SERVICES 
OFFICER APPRAISAL 



A. BACKGROUND 

As the NOAA Corps is one of the seven uniformed services 
of the United States, for comparison purposes it is necessary 
to study the officer fitness report systems of the six 
larger services. The fact that there is probably no agreed- 
upon foolproof method of evaluating an individual officer 
within a given service is reflected by the dynamic nature 
of the majority of service fitness report systems. Major 
changes have been instituted by the Air Force, Coast Guard, 
Navy, and Public Health Service within the last year. The 
Army is in the midst of a major change in its fitness report 
system, while the Marine Corps had the latest change to its 
system in 1977 - The changes and proposed changes to the 
various systems have involved regulations, forms, and in 
some cases, an outright change in the philosophy of officer 
appraisal. 

The following discussion of the various service appraisal 
systems in use today is meant to point out the differences 
oet'ffeen the various service systems as well as point out 
the strengths and weaknesses of the various sytems as the 
’/rriter perceives them. 
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B. THE UNITED STATES AIR FORCE OFFICER EFFECTIVENESS REPORT 

The Air Force Officer Effectiveness Report, AF Form 707, 
is explained in Air Force Regulation 36-IO, (AF 36-IO) and 
Air Force Pamphlet 3 ^- 26 . 

The Air Force system has recently been affected by prob- 
lems which were generated by attempting to reduce grade in- 
flation. The heart of the Air Force system, for the four 
years prior to October 14, 1978, was based on categorizing 
an individual as a number, 1 thru 6, (see AFP 36-26, page 
6- for definitions) which correlates with the six blocks 
under Section V, Evaluation of Potential, of AF Form 707* 

A cap was placed on the number of I's that a rating officer 
could dole out for a given rated officer population. As the 
I's indicated highest potential, morale was hurt on two 
fronts. According to Air Force sources, officers working 
remote from a rating officer were less apt to be rated a 1 
than an equally (or perhaps even less) capable officer work- 
ing in close proximity to a rating officer (out of sight, out 
of mind); and, officers working within elite, handpicked 
research or task force groups were demoralized as within a 
given group only 22 percent of ratees could be designated 
#l's. An additional problem was that the majority of #l's 
occurred in rated officers due for promotion by reason of 
longevity (by probable design on the part of rating officers). 
The required forced distribution of #1 ' s did not work as 
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A3-2 



AFR 36-10 



Attachment 3 



1 January 1978 



AF Form 707, Officer Effectiveness Report (SAMPLE) 



1 RATEE IDENTIFICATION OATA lRp*<i Affi Jtf- /O f b^ioro Mhn 


f m Arty tfmt 


1 NAMc (Ljjt. Flat MiJuU ^niriMf 

Huff, Kent 3 . , Jr . 


1. ciN (Includt tufflxt 

231-34-5432FR 


I. PCWIOO OP NCrOAT 

irNOM. 13 Jul 75 
TNNU. 21 Oct 76 


Z ono ANIZATION. COMMAMO. LOCATION. PAB COOS 

345 Tac Ftr Wg (TAC) 

«t Home AFB, ID 
MTOTDKLS 


4. PA^CC 4. OArCC 

1455 A1321X 


1. ACTivc ourr gnaoc 

_ Caoc 


1 . OAVC OF CUrCNVICION 

376 


7. BCNMANCNT QAAOS 

■LLt 


IB. NCACON Pon ncFOPtr 

Annua 1 



II. J09 OeSCftIPTION I OUTY T1TUC. =* 
I. KCY OUTICt. TAlKt. ANO WCt^NC 



command level and duty title as they show in 
the computer as of the closeout date of the 
report. 

Item 2: Describe the type and level of responsibility, the impact, the 
number of people supervised, the dollar value of projects managed, and 

any other, facts which iescrihe the iob of this particular ratee. 



III. fESFORWANCE factors 



NOT OtlCWVCO ’ itUGW • MCCTI AtOVC ' jTJqvK ' 

I Sp€ctfl£ €XMmpit of ^rformanet nqutrtd notacukvanT stamgaao iTahoabo itanoamo ctanoaao stanoaao 



I JOB Awowutoot (DtpVi, rti/rfACy. Prt» 4 tA/ Q 

What has the ratee done to actually demonstrate depth, currency or 
breadth of job knowledge? Consider both quality and quantity of work. 



TH] C 






3. JUOCAI CMT AMO OCCICIOMC rC>>Wtrf«A|. 

»ceurtu. tfftetiiFet 

How does the ratee think clearly and develop correct and logical 
conclusions? How does the ratee grasp, analyze, and present workable 
to prool^^s? , ■ i ■ i i 

J. ^UAN A MO OMOAMIZC WOM A CM«aW/ Q I I ] I I I ; 

Does the ratee look beyond immediate job requirements? . How has the 
ratee anticipated critical events? 



Tsr 



4. MAN ACCMt HT O^ MC tOUHCCt 
m»refi4Jf 



How does the ratee get maximum return for personnel, material and ene 
expended? Consider the balance between minimizing cost and mission 

, — ^ r 

I. \.tAO€m%**»p timtnjayr*. acetpt rttpot*iiPtUryi Q I ! I I L I 



rgy 



How has the ratee demonstrated initiative, acceptance of responsibiTT 
and ability to direct and motivate group effort towards a goal? 






I. AOAATaBIUTV TO CTAtCt /l 4 *tbdt, 

a«ptnti4^t t 



How has the ratee handled pressure? Does quality of work drop off? 
Improve? 

“czn — csi czi c 



I. OMAU COMMUNICATION CUACtM, 

TON/U4AfJ 



How has the ratee demonstrated the ability to present ideas orally? 

I. •rniTTCM communication (Cltpr. eomctM, —Q uu — CZ3 — — nzi nzr 

How has the ratee demonstrated the ability to present ideas in writing? 



HU nn isi c 



«. FNorctaiONAc ouAuiTiifl j/vNU Q | 

ClM>P0f9llon. PtftfNAfi _ 

How well does the officer meet and enforce Air Force standards ot 
bearing, dress, grooming and courtesy? Is the image projected by the 
an — au.ce t , to — Lbis — l±-c — Z a r r .. e ? p 1 | " " I 1 j 



!■ human acwatiomb uppufrufitry 



How”^[1j"r thir*ratee demonstrated support for the AF gqual Opportunity 
Program, and a»'nsitivity for the human needs of others? Evaluation of 



og 
h 1 •' f 1 . 



AF 



VIOWC COItiON 1C OCBOkATt. 
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AFR 36-10 



Attachment 3 



1 January 1978 



A3-3 



R£C0MM£N0£0 ASSIGNMENT INFORMATION 



trno'vCOT owALM'tc ATioN 

tuCGCtTtO iO* assiCmm«mT i/nitujr AFSCI 



OMCANIZATION UKVCU. 
riMiNa. 



V evaluation OF POTENTIAL 



TOP BLOCK CONTROLLED 



tP*t fatee » capaMiiv fglanve to that of offtcan m the tame grade in the group being 
ertiuated. foe expanded, more di^erte rnponubtUty Indicate your ranng by placing an X" 
in the designated portion of the appropriate b^ock. 







X 




Xj 











ir ncAOwT It AttncviATCO. 
x- aaaaoamiatc SCOCK 



3 meresmr cuotct ouTSioc crcuc 
O naTce scuccTco rom ^romotiom 



G MATCC RCTinCS/9CPARAT(t WITHIN 4 MONTH* 
□ UATC TO RCVICWCR Q OTHCN < Rater explain 1 



VI. RATER COMMENTS 

organize the comments within the standards of good writing. Do not use 
headings; underline, indent, or captialize merely to add emphasis. In- 
clude those comments required by paragraph 5-7f. Add any other comments 
not covered elsewhere and not excluded by paragraph 4-9 which will 
increase the value and meaning of the report. Amplify those positive 
aspects of the ratee's performance deserving special note. 



NAMC. GRAOC IRANCH o#' SVC. 0«CN. LOCATION OOTT TITL* 

FREDERICK FINCH, Lt Col, USAF Sq Operations Office/ 
380 Cmbt Spt Go (SAC) 

Plattsburgh AF3 NY 



tSN ilnetude suffix I 

012-34-5678FR 



OATC 

1 Nov 76 






VII. AOOITiONAL RATER COMMENTS □ concua Q nonconcur 

Review the ratings and comments of the rater for completeness and i.mpar- 
ti’ality. If the additional rater does not concur with any rating in 
section III or V, check the nonconcur block. To reflect disagreement, 
initial aporopriate blocks (section III) and mark additional rater block 
(section V). Significant disagreement (para 2-13) requires justification 



NAMC.CRAOC. SRANCH or SVC. 0*CN. LOCATION 

FELIX CARIELLO, Col, USAF 
380 C.-nbt Spc Gp (SAC) 

PI attsb'jrah A F 3 MV 



DUTY TITL* 

Commander 



SSN (Inetude suffix i 

987-65-4321FR 



OATC 

2 Nov 76 






rr 



VII. REVIEWER comments Q COncua nonconcur 

Review the ratings and comments of the rater and additional rater .or 
completeness and impartiality. 



If the reviewer does not concur wit.h the 




ion 



( Rev iew group 

officers (AFSC 9XXX) or for any abbreviated reports.) 



30. 



no OC I MCI 



Review CROU^ «IXC 

hamc/cRAOC •H4NCH ot *vC. ORCN. location 

JAMES M. ROBINSON, Col, USAF 
380 Cmbt Spt Wp (SAC) 

P 1 -1 1 1 r^b'ir 7 .*■ F? 



I liel 1 6 i 5 I 1 I 0 



OUTY TITL* 

Commande r 



OATC 

4 Nov 76 



, Include suffix f ^NATOR* hjf n 

•!4-^6-7890FR M L 



Figure 3 
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originally intended to aid in the identification of the high 
performer. However, grade inflation was reduced. Because 
of the dysfunctional side effects mentioned above, the Air 
Force rescinded the requirement for a forced distribution of 
#1 ' s on October 14, 1978. 

In spite of the problems encountered in combating grade 
inflation, the Air Force system had, and continues to have, 
many positive factors working in its favor. Although not 
apparent from the form itself, the performance factors of 
Section III are in fact a sophisticated behaviorally anchored 
rating scale (See Appendix A) . Other strong points of the 
Air Force system are: 1) the requirement that any rating in 

"Performance Factors" other than "Meets Standard" requires 
written justification; 2) a section for recommended assign- 
ment information: and 3) Air Force Pamphlet 36-26, Officer 
Personnel Evaluator's Handbook. The Evaluator's Handbook is 
a particularly useful tool insomuch as it provides complete 
definitions of all parts of AF Form 70?. comments on admin- 
istrative details, provides completed examples of effectively 
written comments, contains philosophical "Do's" and "Don'ts" 
as regards the appraisal process , and explains the functions 
and requirements of all participants in the Air Force apprai- 
sal system. 
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For uM of tftU form. ••• AR 623 - 105 : oroporwr 
» 0 »rtcv «» US Army Mitixary Per^onnst CariT«r. 



l.mSONAi DATA p„r,r^'r„ptt J~:u 



a. <Asr HAM< - rmr ham< - mioou initia 4 


b. %iM 


C. <-^AU6 


J. 0^t(Qf9ANK 


r SBAnCM 


/ SPCAAHff 
f»«OCCOO€ 


> ear 


Month 


Uaf 


Sasic jCoAiri'^ 








A. cooes 
Comd) 1 



>>rrw . typCTIWO >ttOO awo ocmr 0A1A(Rf„J aaraitroph J~!b lRf>2*~)0St 



a. 


i*cfiod Covered j 


1 h Reason for Subnuttinc Report 


1 C Report Hnved On 


; 


from I j^_fu .aArfoourrr 

j **0*.rH 1 pay 1 >LAt l_w*QNfH t 1 


b. ^ONOurrl 1 

-*r-S 1 ] 






BAtes j 1 




1 1 1 >U. NONSAreoj 

Ill'll rvrvnATSi 


0TW«# oats 1 1 

o A < r> ofti >1 ] 


iNOOBSeB 



A U^>Ab^UK>* 0 # M>«aATEO Oulv OAfS A/< 0 /OSOrHci« 0 AfSi.-«j Hetfutreui 



f*4rf-DCSaBrT>ON O»OUT»S fRtaapi0VtrapM4~Jd.AfiO2J~IOSl 

A Dmy r«d« „ - _ *. Diny MOS c. Auih Gmk 

A _ A Oe«mpao»* 



•A*T W - f^omStOHAi ATTimntS fReodi pangnunt 4-Je,AR 62J~i05 } 



A tAT« Camptese emeh enemon. Esw*^ * nnd * Veede rtsptmsrs m Part IVb tued. tfntceismy. Pars K//. 




ro 


♦UftOS 

IMMIOVCAtfNT 


*NO 














1. Has this oiTtcer demonstrated trtoraJ and character strength? 


/ 


i 






Z. Od ihts otTker demonstrate lechmcaj competence aoproonate to his grade and branch ? 


2 










3. Did this ofTker stale, as approonate. his honest opinions and convictions? (Not a “yes man’’1 


J 










4 Did this ofTlcer seen responsibimy? 


4 










5. Did this officer wu'lmslv accept full accountapiiitv for his actions and the actions of his Mibordinates? 


5 










6. Is this officer emotiooalJv staote under stress? 


6 










V Is this ofTker’s judement relrabie' 


7 










S. Dm! this Officer maintain etfective two-wav communication with juniors, seniors, and peers? 


8 










9. Old this OtTker demonstrate concern for the best interests of his subordinates? 


9 










10. Old this officer contnbuie to the oersonai and professionaJ development ot his subordinates? 


10 










1 1. Did this officer sucxvdinaie his personal interests and welfare to those of his orgamration and subordinaies? 


n 










iZ. DkI this ofTker's personal conduct set the proper example for his subordinates? 


i2 










13. Was this ofFicer innovative m hts aoproacn to his duties and resoonsibiliues ? 


13 










I4. Did this OtTker demonstrate a ‘treadth of perspective and depth of understanding beyond the limit of his specific responsibilities? 


14 










13. Did this ofTker seeo himseif physically fit ’ 


!5 










16. Did this otTicer fulfill his responsibilities concerning the Armv s Equal Opponunitv Program? 


16 











A lAtn QmutomMi 



f. moonu 



9«moAs. d 4 tmd: 






»AJt V- 0«MOMSTKAr» rfMOtMAMOi Of MCSmT OOTT Read pijrarraph *~if.AR «2J~i05t 
lATu AMO CM00«SC« In my judgment, this officer s performance ol duly was iptace score »/i appdcable box): 

OuittMidinf Supenor ExceiJent Effective 

-0-A« s7-«- 55-15 

I — n I n I — I I I C 

' I I I I I I I c 

• Yoe we req u ired w> cne Sf*OfiCetanipi«s or i)luorauon« in Pin VII to uipp ort thw raiine, 

DA 67-7 »W>C£5 0* rO»M 67-*, . jAMoe.vnqOliSOaSOIfTf. 



SCX9*C 

lATCt 

Moonre 



Mareuuf Inadequu* 



=3 CZZD 

AftMY OFFICER EVALUATION REPORt 



Figure 4 
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V 












Figure 4 
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c. THE UNITED STATES ARMY OFFICER EFFICIENCY REPORT 

The form presently in use by the Army is Form DA 67 - 7 , 

1 January 1973* The pertinent Army regulation governing use 
of this form is AR 623-105* The present form and system, 
according to the New York Times, 1/3/73 • was purportedly de- 
signed to "measure the man" better and encourage "the yes 
man less." 

To accomplish this. Form DA 67-7 includes a graphic rat- 
ing scale of professional attributes, a section on demonstrated 
performance of present duty, a section on recommendations con- 
cerning promotion, and the ubiquitous narrative comment 
section. 

Significantly, no point score is attached to the graphic 
scale. However, any answer other than "yes" to the questions 
on the graphic scale requires written explanation. 

In spite of the fact that the Army chose not to give a 
point total to results of the graphic scale, DA 67-7 is de- 
signed to obtain a point total from the section on demon- 
strated performance of duty (70 possible) and the section on 
promotability (30 possible). Both the rater and indorser 
grade a rated officer on these items giving a rated officer 
a possible point total of 200 for a given report. 

This grading system has been beset by gross inflation 
as raters feel obligated to take care of "their own." In 
addition, the Army has become cognizant of a lack of com- 
munication between juniors and seniors.^ To overcome these 
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problems , the Army is instituting a new system that will in- 
corporate the tenets of MBO, including a measure of self- 
evaluation (See Fig. 5) > by year-end 1979* However, the Army 
is caught in a Catch-22 situation: MBO, by its very nature, 

is not designed to differentiate highly between even small 
numbers of individuals. The vast numbers of Army officers 
considered in an Army Promotion Board preclude use of pure 
MBO or self-evaluation as a differentiating mode of appraisal. 
As such, the Army, as matters presently stand, will require 
a reporting senior to place the rated officer numerically 
within a hypothetical population of one hundred Army officers. 
This number, from one to one hundred, will probably tend to 
be the deciding factor in promotion boards. It is doubtful 
that such a system will do much to improve the inflationary 
trend of today's system. However, from an organizational 
standpoint, overall officer effectiveness within the Army 
can only be enhanced by increasing communication between 
junior and senior officers. 

D. THE UNITED STATES COAST GUARD REPORT ON TBS FITNESS 

OF OFFICERS 

Instructions for the Coast Guard Officer Fitness Reports, 
Forms CG 4323A, 4-328 A-1, 4328B, 4328 B-1, and 4328 C (Rev. 
10-78) are found in Chapter 10 of the Personnel Manual, CG-207 
and Commandant Instruction I 61 I. 7 . 13 September, 1978. The 
Coast Guard is unique among the services in having five 
separate fitness reports for the different grades and combin- 
ation of grades between 0-1 and 0-6. Warrant officers are 
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OFFICER EVALUATION REPORT SUPPORT FORM 

for gaa o< tMt mm A fK fi23 1 Oft. proooo«nt •v^'^CV U US Army MlUt^rv f*r*or»»^l CoAtar. 



Read InetructtonJ on K4rK>’w txfjre Completing tfut yttrm. 



HAt^i Cf>ATfcO Of fiCtM /Lwf, Flr%t, Mii 

y*ltcHgIli Frank S. 



PART i - RATtO Of fICEH » 0 E STI f JCATIOM 

yzrAXoi Tf HTN<rrp Ar^wTTTur" 
LTC IDivtsion Chief 



oHOAH.iATioNsupply Sjrvlces 
Division, Pt> VlLliaros,HAb 



ftATffl 


naui 

Gleeher. James G. 


TTanx 

COL 


wUiTiiW 

DIO. Ft. WllUams. Neb. 


INTCRMEOlATf 

RATER 


NAME 


RANK 


ROSITION 


StN.OR 

1 Steen, Robert K. 


RANK 

COL 


POSITION 

COFS. Ft. Williams. Neb. 



RATED Of fiCER'S Sf ECJ ACTI ES/MOS 



QT /O3 



OUTY SSI/MOS 



9Z\ 



PAR TUI — RATEO Of f ICE R (Compute a, ^ emd e beiom for rmtlng pmru>4i 



*. STATE YOUR SiGNtPiCANT OUTlES ANO R ESPONSl ai LJTI El 

Provldas scatf advice and supervision of all macter* concemiTig Class I subsistence 
supply to include the retail Conxai ssary ; operates the Laundry and Dry Cleaning Plant; 
disposes of surplus and excess property; supervises Property Control which includes 
responsibility for receipt storage and issue of all classes of supply; operates the 
Self Service Supply Center and Clothing Sales Store; provides staff advice on cemetery 
matters and is responsible for administration of the Post Cemetery; provides technical 
advice and assistance on food service matters. 



b. INOICATE YOuR MAJOR performance objectives 

( 1 ) Increase and improve uciliration of warehousing space. (2) Reduce operating 
losses at the Laundry and Dry Cleaning Plant and increase customer satisfaction. 

(3) Improve traffic flow and appearance of the Commissary entrance. (4) Realign 
Supply functions and procedures to increase customer satisfaction and conform to 
existing regulations. (5) Relocate the Self Service Center and improve operations, 
(6) Establish a system for proper contract monitoring. (7) Effectively execute 
Supply discipline, property accountability, and inventory accuracy of ali, government 
equipment and prooerty throughout the installation. (8) Establish a comprehensive 
audit trail system to identify and manage cost-factor elements. 



c. LIST YOUR Significant Contributions 

(1) Completed warehousing program resulting In a 20X reduction in required storage 
space. Initiated action to escaollsh a consolidated warehouse. (2) Continued 
installation of new laundry equipment to improve productivity. (3) Initiated single 
line requisitioning and Invorovcd stockage policies in the supply operation which saou^d 
ultimately result in a ZCT/, reduction in the cost of non-staqdard items. (4) Reduced 
638 lines in the Self Senvice Supply Center and instituted controls to better manage 
sensitive items. (5) Established a new traffic flow at the Commissary entrance to 
improve ID verification and reduce congestion. (6) Decentralized contract mon.,oring 
resulting in proper contract performance evaluation. (7) Conducted a complete 
Inventor; and accou'-ted for all property, followed by Introduction of new supply 
discipline pr-grar’^ th-ou^hout the installation. These progre-J^ arc still not up to 
my stare ^ 




DA - 



Figure 



53 



included within this system. In this respect, the Coast 
Guard is the only service to recognize within the context of 
its Fitness Report System the varying nature of one's duties 
as an officer progresses through the various grades. 

Scoring of a Coast Guard Fitness Report is similar on 
all forms. Equal weight is given to Section 14 - Performance 
of Duties, Section 15 - Attitude, Section l6 - Comparison, 
and Section 17 - Personal Qualities on all forms. The point 
total is 36. A look at the desired distribution of grades 
as indicated on Form CG-4328 (Rev. 10-78) indicates that 
anything less than a 28 is cause for concern. 

As mentioned previously, the Coast Guard has revised its 
forms and regulations governing the disposition of Fitness 
Reports within the past year. The reason for this, as re- 
ported in Commandant Instruction I 6 II .7 (See Appendix A), 
was a trend toward inflated marks which had recently accel- 
erated at an alarming rate. The reasons for this trend, as 
given in COMDT INST I 6 II. 7 . are as pertinent to the NCAA Corps 
as they are to the Coast Guard. The following reasons for 
mark inflation are enumerated; 

a) "Limited gro’/rth in the size of the officer corps, 
and very little voluntary attrition have combined 

to make our promotion process increasingly competitive." 

b) "Evaluation systems tied to promotion and pay tend to 
create pressure on the evaluator to inflate subor- 
dinates ' marks . " 

c) "A lack of information has contributed to suspicion 
and mistrust in the officer corps in regard to the 
fitness report system." 
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OEP\KTMhNTOF 

TRANSPORfAnON 

U S. COAST gu ard 

cg-u:saiRc». io-7;^> 






REPORT ON THE FITNESS OF UEUTENANTS (JUNIOR GRAOE) 

ANO 

CHIEF WARRANT OFFICERS (W-2) 

THE OFFICER REPORTED ON WILL COMPLETE THE FIRST TWELVE SECTIONS 



REPORTS CONTROL SYMBOL 
C*PO50 7 2 



]. YEARS IN CRAOC 



. status InOiCATOA S. service no. 



f. ur«T hamE amO 0**aC '•O. 



t. OaTE REPORTED RRESENT UNIT 



«. SOCIAL seCUR<Tr NO. 



K "Y •e#ORT 

•tout 



SRCOAL 
concurrent 



0 OCCASION POR REGULAR REPORT 



11. PERIOO OP REPORT 
FROn TO 



12. DUTIES ^Ln/ pnfftprr <A|»IPS ««rcA»« And co//ai«ra/ duiea. /ndicptp. a/l«T ««c/i, ifm* sfMRt in inoneAs dunng rt# repomn^ pRrrodL // aaa/dnmen/ m vo/r«a 

Mtms R<W «.»/f as/aPliaARd.4»YN oui/in# ol .fcopa jntf ai^ilicancp oi tuch dutUa. // nacaasarv, uaa s«9«Y«f« sAml Peraanaf orofftei*/ rapofta of poaaibia jao 

to fio rw 9 ofttni olficmr In ava/uaOnE rour omHormmc- rftav 6* •((4<r/i«d 6ui i/iow/d not bo r*(*ranc«dL /ncluds aft panoda in a PCS Uavaf atalva . Saa Paratmtal Manual 
/0-A-/0.) 0*y« OR TAO Ail othar daya noc praaant for duir 



SfCMATURt OF OFFICeP aePCFTtO OH 



FOLLOWING TO BE FILLED IN 8Y REPORTING OFFICER 



IX performance InFORnaTICH COnSJOERED IN COMPLETING THIS REPORT 
k INFORmaTIONt i.ndicaie a»ch <^airiod ">f Appraiaat usad tna ouaiiiy ol 
payforvaaca ■nlo.r^aiioo canaiderad in cooiplaun^ inis report dy TiarKinc aa X iO 
lAa appn»pnaia namm« boa of eacfi raw. 



DUALITY OP information 
‘ Conaidar tha frapuencv, rela^atrcy. accuracy and acopa 



of intormatlan.i 



1) Ouwci paraoRAl obaat-vatioa of rtia offkcat raportad oti and lua 
ACCOM pli ARM an I A. 



'2T tnolract kaewladea ol ollicar raponad on iSraucn wnltan or oral 



^ ^CUMEnTaTIOH; Appaad raporta of ouiaiandiof or uasaualactorf parlomanca and ralaranca iham in ihia apaco. Avoid aatroneoua aaianal fSaa Paraonnaf 
'^anval ;0-A>4.> 



•A a> performance OF OUTIES. 'Cin.«iOar h$a nari^f^artra tn companaon ^nh nihar olOrara of Tirntfar landi/t of aamca in hia Jrada and avafuaia hrm in rha l^ctora 
-/. r n ma -*.orapnaia oo<a» O ■ OfjTSTAJ^Df.VG. 2 • c.YC£LL£.VT. YC - ^ERY GOOD, C • GOOD. S • SATISFACTORY. U • UNSATISFACTORY or 
VO • NOT OBSERVED. Lina out iiama if conditiena do not protnda an ooporlunilv lor ai^nilicanr pmriotmanca. i 



■ VOI O i E . vci G S 1 


1 U 




1 O 1 E 


|vo 


G 1 S 


' U 


j t. PnaatT Outiaa ’ j i 


! 


16. Cooaidara idaaa and su^gasaona of subordinaiaa 1 1 | 


( 


1 




1 2. Coltaiaral >iliaa J 


1 


17. tCeapa apprepnaia paroona infonnad 1 | | 


1 


1 




i. VatcB SiABdinf , 1 i 


1 


1ft. Kaapa accuraia. jp><o><tata records | | 








j A. S^lp handluiE atnaansAip | 1 . | 








. ..! -i 


1 S. RaacTioa lo cmiciaA or auuaaiiona | i . | 


1 


20. Aaaunaa raaponaibiiity m aosanca of aupanor { f 


1 


1 


^ S. Maaaa daciaioaa | 




21. Work a ovamma wnan naceaaanr ' 


i 


1 


^ Adiuaia :o naw aiiuatioaa j 


73. F<ill..'«» inrwugn and comolaiaa aasignmants I 


i i 1 


1 


... 1 . . 


ft. Olaoiaya coolidanca * ill 


23. Taachaa subordinaiaa ^ 


1 : 1 


1 


1 ’ 


1 9. Gala alone wicii paara 111' 


24. Correcis suoordinaiaa in a conainicu va marmar | 


i 1 i 





{ 10. Aceapia rasonnsibilily for auboroanaiaa \ 1 1 


2S. Takes ariiva lOteraat m parsonal prablana of | ! 1 I > 

auoordinaiea ' i . | 


1 11. Swpperia policiaa and actiona of aupanora j | 


26. Praises subordinaiaa when deserved 1 | 




1 12. Accepis raaponai. ilr lor own fcMni ' ! ! ' 


27. Composure under prassura : j 


1 1 


' I ! 


I li. Vlaaia coM-niicsania - I ' j 1 


2S. VUhbolda tud^nent unui ha haa necessary facia 'll 


1 j 


1 


1 14. Obaarraa :u>aa of auUioniy. both up and down i j 1 ' 




29. Self davelopmeni in skills and knowledga j 
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: 1 


i ! 


j 15. ScBadulaa oara »od mbordinaias *or» ' I 1 1 i 1 




30. Onginaiaa naw maihoda and davicea j 


_jj 


' i 


i 1 



^ OVERALL PERPORmAHCS. 'In comoanatm othar afffcarm wiiA aimi/ar lan^ih of aarwtca m him ^rada, ava/uaio tua ovaraif parfoirnanca.) 
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EXCELLENT 
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3% 
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'O NOST 
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>7. 


personal QU Al.1 T1 E S <’fn camoan>on inch wther officers with »iruimr 
lene”y til sertnem in fiia jrade. to n-hat de^ee haa this officer eshibifaU the 
foffouvre owafifies* 


not 

03- 

SERVEfl 


out- 

stand- 

ing 


EXCELLENT 


i 

1 VERY GOOD 


GOOD 


SATIS- 

FACTORV 


unsatis- 

factory 


X LEAC7EA&HIP *bitiT* to accomoti6ti as«><ned lunctiont and 
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d) "The overall competence and performance level of 
officers in general may be at a higher level than 
in the past." 

To help reverse the inflationary trend, the Coast Guard es- 
tablished new desired distributions for "Performance of 
Duties" and "Personal Qualities" for each individual form. 

To enforce these changes, a statement of compliance with the 
desired distribution is required of the reporting officer. 

As an added check, the reviewing officer inspects all fitness 
reports coming from a specific reporting officer to insure 
compliance with the desired distribution. The Coast Guard 
has skewed its desired distribution highly to the left as 
a reflection of statement (d) above. As such, it would ap- 
pear to endorse a policy of little differentiation between 
a general population of high performers. However, the new 
desired distribution would appear to make it more palatable 
to a rating officer to mark a marginal subordinate in the 
low range of the distribution. On all Coast Guard forms, an 
officer can be in the lowest 15 percent of officers for his 
length of service and grade and still be "Very Good." 

E. THE UNITED STATES MARINE CORPS FITNESS REPORT 

Instructions for the completion of Form NAVMC 10835 (^-71) > 
are included in United States Marine Corps Order 1610.7B 
(MCO 1610 . 73 ). The Marine Corps form is designed for use 
with an optical character reader (OCR) . 
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The Marine Corps fitness report system is designed to 
evaluate both non-commissioned and commissioned officers. 
Objectives of this system according to MCO l6lO.?B, section 
1001-2 ares 

a) Improvement of performance which is achieved by 
"coupling the fitness report (i.e.» a report of past 
performance) with counseling and coaching to deter- 
mine where, and how, performance should be improved 
(i.e., a plan for future performance)." 

b) Promotion of worthy Marines 

c) Separation of the least competent 

d) Assignment 

As an example of the depth to which a machine readable 
form can reach, the evaluative portion of the Marine Corps 
Fitness Report contains a graphic rating scale broken into 
a performance section and a personal qualities section, an 
"...Estimate of This Marine’s General Value to the Service," 
the distribution of the rater’s marks for all Marines of 
the ratee's grade, a statement of desirability during war- 
time, a narrative section which includes a requirement to 
reference all commendatory or adverse reports received on 
the rated officer, and a statement as to whether the rated 
officer is qualified for promotion. 

In addition Block 18, Report Based On, gives an idea of 
the quality of information contained in the report, and 
Block 20 gives a coded Recommendation for "Next Duty." 

Block 15a, General Value to the Service, and Block 15b, 
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Distribution of Marks for all Marines of this Grade, appear 

to be the "guts" of the Marine Corps system for promotion, 

retention, and assignment to critical positions. According 

to MCO 1610. 7 B, Section paragraph 6 a, 

"Item 15 is not a summary or average of marks in items 
13 and 14 . It is the reporting senior's estimate of 
how the Marine compares with all other Marines of the 
same grade known by the reporting senior, taking into 
consideration all important factors such as performance, 
versatility, potential, and preference for having the 
Marine as a member of the command." 

Paragraph 6 a ( 2 ) defines the requirements for Block 15 b. 

Block 15b establishes the distribution of 

"all other Marines of the same grade under the reporting 
senior's supervision at the time of the report, as if 
all had been included in the reporting occasion. /In- 
clusion of another Marines of the same grade in/this 
distribution is mandatory whether or not reports are 
actually submitted on all others at this time. This 
distribution serves to advise members of selection and 
assignment boards/processes of the relative standing 
of a Marine within a population of the same grade and 
should provide the discrimination necessary to identify 
truly outstanding Marines as well as those needing im- 
provement. Since this mark is of vital importance to 
each Marine's career, reporting seniors must exercise 
utmost care and attention, ensuring that the members 
distributed in items 15b and 15 c realistically reflect 
actual spread of performance, avoiding an artificial 
cluster or false distribution." 

In essence, Blocks 15 a and 15 b are the bottom line of 
the Marine Corps Fitness Report. As regards Block 15 b, there 
is no requirement for a forced distribution in MCO I6IO.7B. 

Within the Marine Corps system, MCO I6IO.7B Section 3OO6 , 
COUNSELING, could be pertinent to the NOAA Corps as well as 
relevant to most other organizations. The counseling steps 
recommended include: 
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a) "Reviewing the Marine’s Performance" 

b) "Evaluation of the Marine's Performance" 

c) "Establishment of a Target" 

d) "Establishment of a Coaching Plan" 

The counseling approach suggested by the Marine Corps is a 
good example of a Management-by-objectives (MBO) approach as 
utilized in a service environment. (See Appendix A for a 
copy of MCO 1610. 7 B, Section 3OO6). 

?. THE UNITED STATES NAVY REPORT ON THE FITNESS OF OFFICERS 
Regulations governing the completion of Report on the 
Fitness of Officers (NAVPERS I61I/I Rev. 5 ~ 77 ) are found in 
SUPERS INSTRUCTION l 6 ll.l 2 E. Like the Marine Corps Fitness 
Report, the Navy form is designed to be processed by optical 
character reading (OCR) equipment. When first confronting 
the Navy form, it appears to be more cluttered and compli- 
cated than the Marine Corps form. However, with study, the 
nuances of the Navy form and system can be readily clarified. 

The Na-'/y system is primarily designed to select officers 
for promotion and aid in assignment. To accomplish this a 
rating officer first completes a worksheet (Form NAVPERS I61I/IW) 
which serves as a guide for the completion of Report on the 
Fitness of Officers. After finishing the worksheet (to be 
discussed in detail further on in the text) , an officer is 
graded on Specific Aspects of Performance, Warfare Specialty 
Skills, and subspecialty performance. These grades, combined 
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and in some cases justified by the required narrative comments , 
are the basis for the Evaluation, which is under Mission Con- 
tribution. Formerly, it was mandatory that an officer placed 
in the highest range of Evaluation be recommended for early 
promotion; but, this requirement was terminated effective 
1 May 1979. 

The Summary, under Mission Contribution, is the distri- 
bution of overall evaluation marks given other officers of 
the same promotionally competitive category as the rated 
officer at that date by the reporting senior. This method 
is analogous to the Marine Corps system and is used to as- 
sist report users in making comparisons among reports sub- 
mitted by different reporting seniors. There is no required 
distribution in the Summary. To further differentiate be- 
tween highly competent officers of the same competitive 
category recommended for early promotion by a rating senior, 
the rating officer must rank these officers numerically from 
one to X (where X is total number recommended for early 
promotion) . 

At once a strength and weakness of the Navy system is 
the worksheet, NAVPERS I 6 II/IW (Rev. 11-78). A rating officer 
is required to fill out a worksheet on all rated officers 
under his jurisdiction. These worksheets are used to pro- 
vide guidance in the completion of Report on the Fitness of 
Officers and to define the measures under "Specific Aspects 
of Performance" and "Personal Traits." In addition, the 
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worksheet defines the alphanumeric scale to be used in grading 
the various performance aspects and personality traits. 

This scale ranges from A to I with A being the highest 
rating. 

The appraisal worksheet, which is to be used in discussion 
with the rated officer, forces the rating officer to take an 
indepth look at all aspects of an officer's performance that 
the Na^/y considers pertinent. In addition, the rating of- 
ficer maintains a file of appraisal worksheets that he has 
filled out on all rated officers in his command. The main- 
tenance of this file by a rating officer during his tenure 
in a command assures consistency from one report to another 
on a given rated officer. If discrepancies in reported 
appraisal of a subordinate occur from one rating period to 
the next, they must be fully explained in the narrative com- 
ments of both the worksheet and the Report on the Fitness of 
Officers. Under no circumstance is the worksheet file to be 
made available to a rating officer's relief. 

In principle, the use of the appraisal worksheet is great. 
In practice, a rating officer has approximately one hundred 
decisions per rated officer that must be made on each work- 
sheet as well as ’write narrative comments concerning each 
rat:ed officer. It is difficult to believe that even the 
most dedicated officer would be able to endure filling out 
such a form for even a small number of subordinates. It 
appears that time constraints would be prohibitive for more 
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than a cursory attempt to adequately rate a large number of 
subordinates by use of NAVPERS I 6 II/IW. 

A laudable philosophy in the Navy system is the attempt 
to separate performance objectively from personality. As 
regards "Personal Traits" on the Report on the Fitness of 
Officers, Section 5-18 of BUPERSINST 1611.12E states 
specifically: 

" 5-18 Sections 67, 68, 69, 70, 71 and 72 . Although these 
secuions of the evaluation system contribute to a degree 
to the overall evaluation (section 51) » the evaluation 
of personal traits is primarily subjective in nature. 
Therefore, marks assigned are envisioned as primarily 
"detailing" tools, and have been separated from the ob- 
jective and overall evaluation sections of the report 
form . " 

Two aspects of BUPERSINST l6ll.l2E are readily appli- 
cable to the NOAA Corps. Sections 5-9 and 6-2b could readily 
serve as a model for appraisal of NOAA Corps officers on EEO 
performance. Likewise, Section ^-lln, which is concerned 
with physical fitness and prescribed weight standards as 
they relate to facets of leadership, is as pertinent to the 
NCAA Corps officer as to the Naval Officer (see Appendix A). 

As a final note, the Navy ascribes to the concept of 
"management-by-objectives" although this is not apparent 
on the Navy forms. Section ^-lld of BUPERSINST l6ll.l2E 
states that "...reporting seniors should seek to establish 
with each and every subordinate mutually understood, finite 
objectives for which the subordinate will be held accountable. 
Subsequent fitness reports should then contain comment upon 
the degree of attainment of each objective." 
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G. UNITED STATES PUBLIC HEALTH SERVICE COMMISSIONED 

OFFICER'S EFFICIENCY AND PROGRESS REPORT 

The United States Public Health Service Commissioned 
Officers' Efficiency and Progress Report, Form PHS-838 
(Rev. 6-78) as quoted on the form is used "in documenting 
an officer’s assignments, duties, and proficiencies, which 
in turn enables the officer and the Service to know the 
officer’s strengths and weaknesses, to evaluate and improve 
his/her performance, and to identify the steps necessary to 
further his/her professional growth and career development. 
Evaluations obtained from this form may be employed in various 
personnel actions such as promotions and assignments . " 

Instructions for PHS-838 are found on the form itself, 
in Manual Circular-Commissioned Corps Personnel PHS No. 279 
dated 9 / 1 / 78 , and in Personnel INSTRUCTION 1 of Subchapter 
CC 25*1 of the HEW Personnel Manual. 

The evaluation of an officer by Form PHS-838 is accom- 
plished by use of a forced-choice rating scale (Section II) 
a behaviorally anchored rating scale (Section III) , seven 
directed questions requiring specific narrative comment or 
description, and a comparison of the rated officer with of- 
ficers of the same grade doing similar work (Section V) . 

By use of both a forced-choice scale and a behaviorally 
anchored rating scale , the Public Health Service has insti- 
tuted a curious mixture of the old and the new. Cozan 
claimed that forced-choice sca.les were found to be no more 
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S€<mON IV.--TO BE FILLED OUT BY HATING OFFICER 



1. ycu lo fwM r«* 

1 Dy«* 2 Ono 



2, Oem ns ortoar haw* 

1 Dy« 2 G 



X Ooaa 9m affkm haw* am cnaraciarwKi wc maaa han/har unuauaHy aOaaixaT 
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Hat® otficef on etfecnveness n riis/nef oreseoi |o0 in companson with officers of the same grade who are doing similar work. Select the behavior 
descnotion along the 1 0-oc •'t scale wrncn most nearly describes the officer. Decide which of the two numbers above the behavior descnpoon represents 
the more accurate evaluation of the officer and crcte this number 
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section vi.^to be pilled out by reviewing officer 

Indicate dY sec Don and item numder any disagreements witd reoon by reporting officer and give reasons. 
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' pws seniAL NO. Iconps 
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SECTION Vlt.~TO BE FILLED OUT BY ALL OFFICERS 

routing record OaTE RECEIVEO DATE RElEASEO NAME OF OFFICER 

• PATiNG OFFICER 

2 reviewing QFPiCER 

3 

4 900GRAU REVIEW 

5 -gAcTH agency review 

3 



Pnvacy Act Notice ‘or PHS Commissioned Officers' Effiaerxry and 
Progress Peoort (CCEPR) (PHS-S38) 

Pecoros Systems hEW OASH/OM 0002.— 0007. 

General 

■''hts statement rs orovided pursuant to the Pnvacy Act of t974 iP L 
33-579) tor officers being evaluated as to tneir oerformance m me PHS 
Commissioned Corps. 

Authority for Collection of lntormatk>o 

OHS Act SectKsn 201 et seq. (42 USC 202 et seq.) 

Prmcipat Purposes and Routine Uses 

Section 1 of the COE PR lo oe completed by the ofticef. is used in 
coniunction min me remaining portion ot !he CCEPR, lo be completed 
Dv others, n oocumenting an otficer s assignments, duues. and proficien- 
cies. Nnicn tn turn enables me officer and me Service to know the 
orhcer s strengths arva weaknesses, fo evaluate and imorove his/her 
performance, and to dentrty the steps necessary to further his/her 
professional growm and career deveiooment. Evaluations obtained from 
this 'orm may oe emoioved m vanous personnel actions such as 
promotions and assignments. 

Enceot as indicated beiow the mtormalion you provide on this form wilt 
not oe disclosed outside this Oeoartment without vour written consent: 
To orosoective emoiovers or other organizations at the request of 
;ne mdiviouai. fo other Federal agencies m the event of appointment 
of ’ormer officers, to Oeoartment of Defense m event of national 
emergency. Bureau of Prisons (Departm^-f of Justice). Coast Guard 



(Department of Transoortation), and Environmental PfotectK)n 
Agency may obtain copies of personnel documents relating to 
commissioned officer assignments to those agencies Records may 
oe disclosed to individuals and organizations deemed qualified by 
me Secretary to carry out soecific researcn solely for the purpose of 
carrying out such research (45 CFR. Pan 5b. Appendix B. item 101). 
Disclosure may be maae to a congressional office from the record of 
an individual in response to an inquiry from the congressional office 
made at the request of that individual. 

In the event of litigation where one of the parties is (a) the 
Department, any component of the Department, or any employee of 
the Department m his/her official capacity; (b) the United Slates 
where the Department determines that the claim, if successful, is 
likely to directly affect the ooeraiions ot the Department or any of its 
components: or (c) any Department employee m his/her individual 
capacity wnere the Justice Deoartment has agreed to represent 
such employee, the Department may disclose such records as it 
deems desiraoie or necessary to the Department of Justice to 
enable that Department to effectively represent such party, provided 
such disclosure is compatible with the purpose for which the records 
were collected. 

Effects of Nondisclosure 

Comoietion of Section i of COEPR ts voluntary; however, failure to 
provide the information called for m Section i of COEPR will resuti in an 
evaluation tor promotion, assignment, and other purposes not being 
based on the information vou have been asked to supply m that section. 
This will result in an officer s assignment preferences not being given 
due consideration It will also impede the processing of the COEPR and 
other actions based Ihr *>n. 



■i: GPO I*7I| 0— 2^«-070 

Figure 10 



75 



valid than graphic rating scales as long ago as 1955* 

Cozan /Ref. 6/ goes on to quote N.R.F. Maier, author of 
Psychology in Industry as saying that the forced-choice 
method is difficult to implement because it entails s 

- Trained technicians to develop the performance scale. 

- A different collection of tetrads for each job or 
occupational group. 

- A fair agreement on the criteria of success and failure. 

- Willingness on the part of supervisors to rate their 
employees when they cannot even tell whether they are 
giving one person a more favorable rating than another. 

Another major problem with forced-choice tetrads is the in- 
ability to conduct meaningful discussions between the rater 
and rated officer. In apparent contradiction to the spirit 
of Form PKS 838 as regards enabling "the officer and the 
Service to know the officer's strengths and weaknesses, to 
evaluate and improve his/her performance, and to identify 
the steps necessary to further his/her professional growth 
and career development," is the specific statement in the 
rated officer's signature block, "(Do not try to discuss 
Section II ) . " 

On the other hand the behaviorally anchored rating scale 
forces open discussion as do the specific questions of 
Section IV. The format of the questions in Section IV is 
notable for its clarity. The overall effectiveness rating 
in Section V is also quite clear. Although an officer is 
being compared to others of the same grade who are doing 
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similar work, no forced distribution is required in the 
effectiveness rating. 
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V. THE NOAA CORPS FITNESS REPORT SYSTEM 



A . BACKGROUND 

NOAA Form 5^-6 » Fitness Report for Commissioned Officers, 
is the primary means of appraising officers within the NOAA 
Corps. Instructions for the use of this form are found in 
NOAA Directives Manual, Chapter 5^ » Section C6 , (NDM ^ 6 - 06 ) 
(See Appendix D) dated 1-14-72, on a tear sheet entitled 
INSTRUCTIONS (see Appendix D) attached to Form 5^-6, and 
in blocks 7, 8, 9. 10, and 11 of Form § 6 - 6 . The present form 
has been in existence (with some minor modifications to the 
format and instructions having occurred) since Dec. 1, 1967. 
Information concerning an individual officer's fitness is 
also gleaned through correspondence from superiors or outside 
sources concerning performance, through NOAA Form 56 - 25 . 
Service Report, (See Figure 12), and on some occasions via 
personal communication. 

The majority of officer fitness reports within NOAA fol- 
low the same general path. This path has the following 
milestones. Milestone 1; observation and evaluation of a 
subordinate officer by the rating officer. Milestone 2; 
writing of the fitness report by the rating officer. Mile- 
stone a conference with the rated officer at which the 
subordinate is shown his fitness report and discusses the 
fitness report with the rating officer. Milestone 4: the 

subordinate signs the fitness report (a signature does not 
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moaa eoMM department OF COMMERCE 

national oceanic ANO atmospheric 
administration 

FITNESS REPORT 
FOR 

COMMISSIONED OFFICERS 


1. REPORT PERIOD 


FROM 


TO 


X LAST NAME (AU Cepe) • FIRST NAME • MIDDLE INITIAL 


X GRADE 


«. ORCANtZATION ANO LOCATION 



2. OCCASION FOR REPORT 
t ! annual i IPROMOTION 

CjSCMtANNUAL t I TRANSFER QP 



□ transfer OF RATER 
[n OTHER 



RATEO OFFICER 



S. REPORT 3ASEO ON: 

I I daily CONTACT 
1 1 frequent observation 
r 1 infrequent observation 
I I REPORTS AND RECORDS ONLY 



DUTIES OP RATED OFFICER (Inctud* m/ot collMtMrmI du(i«« mnd nt»6«r oi montftm in duty. Indicmtt U tubstmnOmt timm wmm in ttmintng,i 



8. GENERAL INSTRUCTIONS 

possfb/e, evo/uof« thm officer in comparison '^th other NQAA officers of simiior grode ond length of service.) 











**X** one box fo< 


r eoch roting category 


Area 


r actors CO oe coaaicered to erstuactng cue omcec Oeiog 
raced 




out- 

standing 


excel- 

lent 


VERY 

GOOD 


SATIS- 

FACTORY 


POOR 


Job Abiliry 
(See hem M) 


Raptdicv with wOich icaowiedge is acquired, new conceprs are 
grasped and broad sssignmeac areas are comprehended. 












Job 

Ae co«npl i shinent 
(See hem 11) 


Quality and quancicy of oucpuc. The efficiency and rcfourceiuU 
ness wich which goals are accomplished. Ucilizacion of person* 
nel, mooer and mareciais. 












Leodersbip 


Abilicy CO organize, obcain che cooperacion of orhers, and to 
direct cbeir efforts effectively. Ability to inspire confidence 
La superiors and subordinates. 












J«#d9#«eent 


Ability to develop correct and logical conclusions. Ability to 
act rationally and with dispatch wuhin limits oi aurhoriry assigned. 












Initiotive 


'Tillingness to seek out and accept responsibilities or ocher 
growth oppoctunicies. Ability to introduce and deveiop worth- 
while ideas. 












Re^iebility 


Depeodabilicy and tbocoughness exhibited in completing i 
and nveeciag re sponsibilirie s. 


1 ;ob 












Hucnon 

Re^otions 


Ability and willingness to work in harmony ' 
contemporaxies, and che general public. 


viih superiors, 












Leyolry 


Faithfulness and allegiance to supervisors, 
service and the nation. 


subordinates 


, the 












Self. 


AoUicy ro communicate in a clear, con- 


‘*X** one 
for each 
skin 


'*^riting 

Skills 












Expression 


cise and organized manner. 


Or»l 

Skills 












Officer 

Boorinq 


Military carriage, correctness of uniform, smartness of appear- 
ance, physical firness, service apncude. 













FOR OFFICE 
USE ONLY 



9. Deiirobility 



f/n<rficofe your ottituce to^ords having this officer under your commond for eoch of the following types of 
ossit^nments^2_^ 



TYPE OF 

assignment 



particularly 

DESIRE 



PREFER 
TO MOST 



PLEASED 
TO HAVE 



SATISFIED 
TO HAVE 



prefer NOT TO 
have (Adrmrsei 



NOT 

OBSERVED 



Operacionat 



Scalf 



Research 



CrU. S. GOV. PRINTING OFFICE; 197S— 76S<J«7 



Figure 11 
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10, OTHER FACTORS - Furnish detailed comments on any special skills and/or characteristics ^ich you consider axe eacep- 
tiooaJly strong or weak points of this officer. Examples would be skills or characteristics relating to personal behaTiof, 
shiphaadling and seamanship. Inter-government relations, cost consciousness, physical endurance and emotional stahilicy. 



n. general comments - Give your general opinion ot this officer. Include any information which may be of value in making 
assignments, special awards, and promotion. Make an explicit statemeni on this officer's EEO performance. NOTE: If 
•ouiseanding" is given for either ’’JOB ABILITY” or 'JOB ACCOMPLISHMENT”, under Item 8. explain why the officer 



deserves ihis raiinc. Also, explain all ’’poor” (adverse) ratings. 



Officer shipboard training workbook 



I complete. Officer (is, is not) a qualified OOD Underway, 



I (consider, do not consider) this officer’s progress satisfactory, and recommend (retention in, separation from) 
the NOAA Corps. 



12. A COPY HAS BEEN FORWARDED THROUGH CHANNELS. 



I ’ YES 






13. TREND OF PERFORMANCE: 



HRST REPORT 



IMPROVING 



' I CONSISTENT 



I OECLININC 



14, Educational potential • Oo you bclievc lulltime graduate training would oc beneficial 

to both NOAA and the officer at this time? 



^□yes Qno 

: I NO OPINION 



15. 



signature 



TITL E/POSI T10M 



RATING 

OFFICER 



REPORTING 
OFFICER 

RATED 
OFFICER 

NOAA r 0»M 



Figure 11 
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imply agreement, only validates that the rated officer has 
seen his report). Milestone 5* sending of the original 
fitness report to Chief, Commissioned Personnel, NCI, and 
routing copies through appropriate channels. Milestone 6s 
the annual meeting of the NCAA Corps Officer Personnel Board 
(OPB) at which all officer fitness reports received by NCI 
are reviewed and appropriate personnel actions based on 
content of the reports (coupled with content of prior re- 
ports for individual rated officers) are implemented. Mile- 
stone filing of the report in the rated officer's per- 

manent personnel folder. It is noted that as regards Mile- 
stones 3 arid a rebuttal procedure for adverse fitness re- 
ports exists and is documented in NDM $6-Q6 . 

3. PURPOSE OF THE NCAA CORPS FITNESS REPORT 

The purpose of NCAA Form ^6-6 as stated in NDM 5^“06-2d 
is "...these reports are the basis in selecting officers 
for promotion, assignment, and separation." In the instruc- 
tions included on the tear sheet attached to Form ^6-6 , it 
is stated that "This report is used with previous fitness 
reports for the purposes of assignment-making, career develop- 
ment, and promotion." Taking promotion and separation as 
opposite sides of the same coin, leaves three basic purported 
purposes for the Fitness Report System: promotion, assign- 

ment, and career development. 
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A cross check in the summer of 1978 with members of the 
NOAA Corps Officer Personnel Board and the NOAA Corps Officer 
Assignment Board (OAB) indicates that the primary use of 
Form 58-6 is selection for promotion (either accelerated, 
on time, decelerated, or separation). As far as use in 
career development or for assignment, the OAB members indi- 
cate that only on rare occurrences are fitness reports re- 
ferred to in the assignment process. This is not to say that 
the NOAA Corps has not made efforts to enhance the career 
development of its officers or to carry out (as far- as 
practicable within the needs and constraints of the service) 
an enlightened and equitable assignment process. However, 
it is saying that Form 58-6 in its present format has had 
seemingly little impact in the career development and assign- 
ment processes. (See Chapter VI). 



C. FORMAT OF FITNESS REPORT FOR COMMISSIONED OFFICERS 

NOAA Form 58-6 in its present format consists of fifteen 
blocks. See Figure 11. These are: 

1) REPORT PERIOD 

2) OCCASION FOR REPORT 

3) NAME 

4) GRADE 

5) REPORT BASED ON: 

6) ORGANIZATION AND LOCATION 

7) DUTIES OF RATED OFFICER 
3) GENERAL INSTRUCTIONS 

(a 100 point graphic rating scale consisting of job 
performance measures and personal traits) 

9) DESIRABILITY 

10) OTHER FACTORS (a narrative block) 

11) GENERAL COMMENTS (a narrative block) 
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12) A COPY HAS BEEN FORWARDED THROUGH CHANNEIE 

13) TREND OF PERFORMANCE 

14) EDUCATIONAL POTENTIAL 

15) RATING OFFICER, REPORTING OFFICER, RATED OFFICER 

(signature blocks) 

By design and use, the primary rating mechanisms of Form ^6-6 
are the graphic rating scale of Block 8, and the narrative 
sections of Blocks 10 and 11. Blocks 9 and I3 can be used as 
an aid in overall evaluation of an officer's potential, but 
because of differing rater standards in the case of Block 
9 (see Chapter VI, Results of Questionnaire), it is obvi- 
ous that numerous rating officers have a unique view of the 
distribution that is to be followed for grading desirability. 
In absence of established guidelines, this block is relative- 
ly worthless in any but negative instances of "Prefer not to 
have." Block I3, likewise, is of probable little value in 
overall evaluation except in the negative instance of de- 
clining performance. A cautionary note as regards Block I3 
is in order if "First Report" is checked. An analysis of the 
'/writer's "Fitness Reports" indicates that "First Reports" 
tend to be marked significantly lower than subsequent re- 
ports from the same rater. The writer's grade is 66.? on 
seven "first reports" vice 73 -7 on six subsequent reports. 
Whether this is a personal phenomena or a NCAA Corps wide 
phenomena the ’v/riter has no means of ascertaining without 
access to the NCAA Corps personnel files. However, it would 
appear that the officer with a history of numerous first 
reports could be at a significant disadvantage to the 
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; ■ ■ ■ 









officer who has been fortunate enough to have spent the 
majority of his career in a relatively stable environment. 

The value of the graphic rating scale of Block 8 is 
enhanced by the requirement under Item 8 of the tear sheet 
instructions that the expected distribution of grades for 
all NOAA officers is: outstanding, 15^ excellent, SOfo 

very good, 15?^ satisfactory, and poor. The narrative 
sections serve as areas in which to expand on the various 
grades given on the graphic rating scale, comment on signifi- 
cant factors not specifically covered by the graphic rating 
scale, and serve as a vehicle in which to report "critical 
incidents" in the officer^ career during the rating period. 

Specific criticisms and recommendations for improvement 
of the form and further clarification of applicable in- 
structions and directives will be made in Chapter VII^ 



D. OVERVIEW OP THE NOAA CORPS FITNESS REPORT SYSTEM 

The NOAA Corps Fitness Report and appraisal system, as 
presently practiced, is essentially an evaluative system (as 
opposed to developmental) which looks to an officer's past 
performance. The NCAA Corps Officer Personnel Board attempts 
to interpolate a man's future performance, and thus promota- 
bility, from this record of past performance. 

Curiously, within Form there is a requirement that 

the rating officer be required to pass judgment on whether 
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the rated officer should be recommended for "retention in" 
or 'Reparation from" the NOAA Corps; but, there is no re- 
quired statement that a rater recommend an officer for ac- 
celerated promotion, promotion with peers, or decelerated 
promotion. Yet, these decisions are the primary purpose of 
the system. 3y the same token, there is no requirement that 
an officer's suitability for command (or increased respon- 
sibility) of ships, aircraft, or NOAA programs be commented 
upon. (V/hy else would the NOAA Corps continue promoting an 
individual except to ultimately command?) 

These facets of the NOAA Corps Fitness Report System 
will receive further comments in Chapter VII, Recommendations 
for Improvement of the NOAA Corps Fitness Report System. 
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VI. THE NOAA CORPS FITNESS REPORT ATTITUDE QUESTIONNAIRE 



A . GENERAL 

In late 1978 an attitude questionnaire was sent to all 
active members of the NOAA Corps concerning the NOAA Corps 
Fitness Report System. Of approximately 375 questionnaires 
mailed, 120 were returned for a 32^ overall response rate. 

For each grade the approximate response rate was: Ensign, 

11^; Lieutenant (j.g.), 23 %', Lieutenant, 43%; Lieutenant 
Commander, 41%; Commander, 26%; Captain, 27%; and Rear 
Admiral, 20%. 

The questionuiaire (see Appendix B) was divided into three 
parts. The first part allowed differentiation of data by 
grade, present assigrunent, or specialty preference area. The 
categorization of data in this report is by grade. The 
second part addressed the NOAA Corps Fitness Report System 
from the standpoint of a rated officer, while the third part 
addressed the System from the standpoint of a rating officer. 
Compilation of raw data from the completed questionnaire is 
included in Appendix 3 . 

In the following tabulation of results and ensuing 
discussion, each question is reiterated as originally pre- 
sented on the questionnaire. Where applicable, below each 
question will be found the distribution of responses as well 
as the overall mean and median values and the mean and median 
values for each rank. 
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3. PART I - RESULTS 

1. Rank (Grade) 5 Ensigns 

18 Lieutenants (j.g.) 

40 Lieutenants 
31 Lieutenant Commanders 
17 Commanders 
8 Captains 
1 Rear Admiral 



2. Years in NCAA Corps and with similar evaluation processes 



0-1 +yr 


4 


2-3+yrs 


21 


4-5'*’yrs 


26 


6-7 +yrs 


11 


8-9+yrs 


15 


10-11+yrs 


10 


12 - 13 +yrs 


9 


l4-15+yrs 


6 


lo-17*yrs 


3 


l8-l9+yrs 


5 


20-25+yrs 


7 


26 - 30 +yrs 


3 



Present 


assignment 


14 


a . 


hydrographic ship 


14 


b. 


oceanographic ship 


4 


c . 


fisheries ship 


6 


d . 


mobile duty 


3 


e . 


flight 


21 


X . 


laboratory 


26 


s • 


staff 


14 


h. 


management 


12 


i . 


other 



Seven responses to #3 were left blank and one response 
indicated two answers. 

4. I consider myself primarily oriented towards 



57 


a . 


operations 


22 


b . 


R and D 


14 


c . 


staff 


46 


d- 


management 



Several questionnaires indicated multiple responses to 
Part I, question 4. 
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The answers to Part I, taken as a whole, tend to estab- 
lish the credibility of the results of Part II and Part III. 
Although the overall response rate was only 32%, the responses 
received would appear to be representative of the NOAA Corps 
as a whole. 

C. PART II - RESULTS 

In the following tabulations, SA=Strongly Agree, A=Agree, 
N=Neutral, D=Disagree, DS=Disagree Strongly. 0A=0verall in 
the compilation of means and medians. 

For computation of means and medians, values of 5=Strongly 
Agree, ^=Agree, 3=Neutral, 2=Disagree, and l=Disagree Strong- 
ly were utilized. The reader is cautioned that the majority 
of data collected in the questionnaire is ordinal at best. 

As such, minor variations in means between the various grades 
are probably of little significance. 

The samples of one Rear Admiral and five Ensigns allow 
no generalizations to be made regarding these grades. How- 
ever, the author regards it to be more informative to retain 
these t'//o grades as separate data groupings than to assimilate 
them into the next lower and next higher grades respectively. 
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la. I believe that the present Fitness Report form is a 
good one (NOAA Form 5°“°) > 



Responses 


SA=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentage 


6 

S.0%, 


72 

6 0 • 0% f 


29 

24.2^, 


13 

10.8%, 


0 

0.0% 




Means s 


0A=3.6 , 
CDR=3.7, 


ENS=3.2, 

CAPT=3.6 


LTJG=3-4, 

RADM=4.0 


LT=3.7, 


LCDR=3- 


Medians : 


0A=4, 

CDR=4, 


ENS=3, 

CAPT=4, 


LT JG=4 , 
RADM=4. 


LT=4, 


LCDR=4, 



b. I believe that the present Fitness Report system is a 
good one (evaluation by a superior, a conference, and 
then review by the OFB) . 



Responses 


SA=5_ 


A=4 


N=3 D=2 


DS=1 


N 

Percentage : 


19, 

1 5 • 8^ , 


81, 

67.5%, 


12, 6, 

10%, 5%o, 


2 

1.7% 




Means : 


0A=3.9, 

CDR=4.2, 


ENS=3-4, 
CAPT=3- 9, 


LTJG=3.9, LT=3.7, 
RADM=4.0. 


LCDR=4 . 1 , 


Medians •• 


0A=4, 
CDR=4 , 


ENS=4, 

CAPT=4, 


LT JG=4 , LT=4 , 

RADM=4. 


LCDR=4, 



2. I feel that my Fitness Reports have provided NOAA Head- 
quarters with a true measure of my abilities and worth 
to NOAA. 



Responses 


SA=5 


A=4 


N=3 D=2 


DS = 1 


N 

Percentage 


7, 

5>6%>, 


o O 


32 , 18, 

26.7^, 15^, 


3 






Means : 


0A=3.4, 

CDR=3.3, 


ENS=2. 8, 
CAPT=3. 9, 


LTJG=3.2, LT=3.4, 
RADM=4 . 0 . 


LCDR=3. 


Medians : 


0A=4, 

CDR=4, 


ENS=2, 
CAPT=4 , 


LTJG=3, LT=3.5. 

RADM=4. 


LCDR=4, 
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3 . 



I feel that my command has provided me with on-going 
feedback concerning my performance throughout a rating 
period (i.e.i as opposed to evaluation only at prescribed 
Fitness Report times). 



Resoonses 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentage : 


4. 

3-3f^. 


fl’.n, 


3^. 

28.395, 


^ 5 . 

27.5fo, 


15 

12.5fo 




Means : 


0A=2.6, 

CDR=2.8, 


ENS=1.8, 

CAPT=3.0, 


LTJG=2.9, 
RADM= 3 . 0 


LT=2.4, 


LCDR=2. 8, 



Medians: 0A=2.5, ENS=1, LTJG=3, LT=2, LCDR=3, 

CDR=3, CAPT=3. RADM=3. 



4. I feel that my command has spent significant time with 
me discussing career guidance and development. 



Responses 


3A=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentae:e : 


2, 

1 . 7 %. 


11, 

9 . 2 %, 


33. 

27.5%, 


50 , 

41.795, 


24 

2095 




Means : 


CA=2.3, 
CDR=2.0 , 


ENS=1 .8, 
CAPT=2 . 2 , 


LTJG=2.8, 

RADM=3.0 


LT=2.2, 


LCDR=2 . 


Medians ; 


CDR=2, 


ENS=1 , 
CAPT=2, 


LTJG=3, 

RADM=3. 


LT=2, 


LCDR=2, 



5. I feel that the NOA.A Corps Fitness Report System has 

aided me in becoming a more proficient, more professional 



officer. 












Responses 


SA=5 


A=4 


N=3 _ 


D=2 


DS = 1 


N 

Percentage : 


4, 

3 . 3 ?^, 


24, 

2095 , 


43 . 

35 . 895 , 


42, 

35%, 


7 

5 . 89 ^ 




Means : 


0A=2.8, 
CDR=2.6 . 


ENS=2.8, 
CAPT=3. 1, 


LTJG=2.4, 

RADM=3-0. 


LT=2 . 8 , 


LCDR=2 . 8 , 


Medians : 


0A=3, 

CDR=3. 


ENS=2, 

CAPT=3, 


LTJG=3. 

RADM=3- 


LT=3, 


LCDR=3. 
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6. I believe the purpose(s) of the Fitness Report System 
should be to 

a. Aid in annual adjustment of the lineal list. 



Responses 


SA=5 


A=4 


N=3 


II 

Q 


DS = 1 


N 

Percentage ; 


27. 

22.5%, 


00 00 


19. 

15.8^, 


13. 

10.8^, 


3 

2_^% 




Means : 


OA-3. 8, 
CDR=4.2, 


ENS=3.S, 

CAPT=3.6, 


11 11 
O 00 


LT=3.5. 


LCDR=3- 


Medians ; 


0A=4, 

CDR=4, 


ENS=3, 
CAPT=4 , 


LTJG=4, 
RADM=4 . 


LT=4, 


LCDR=4, 


b. Aid in 


separating 


personnel 


who aren’t 


performing. 


Responses 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages ! 


56, 

i 46.7^5, 


51. 

42.5^, 


8, 

6.7%, 


5. 

h.2%0, 


0 

0.0% 




Means ; 


0A=4.3, 

CDR=4.4, 


ENS=4.4, 
CAPT=4. 1. 


LTJG=4.6 , 
RADM=4 . 0 . 


LT=4.1, 


LCDR=4. 



Medians; 0A=4, 2NS=^, LTJG=5. LT=4, LCDR=5. 

CDR=4, CAPT=4, RADM=4 



c. Provide feed back to aid the rated officer in develop- 
ing professional skills. 



Responses 3A= 5 A=4 N=3 D=2 DS = 1 



N 

Percentages ; 


51. 

42.5^, 


62, 

51.7^. 


2, 

1 .755, 


4, 

3.1%, 


1 

0.3% 




Means : 


0A=4.3, 

. CDR=4.2, 


ENS=4.8, 
CAPT=4 . 4 , 


LT JG=4 . 4 , 
RADM=4 . 0 


LT=4 . 3 , 


LCDR=4.3, 


Medians : 


0A=4, 

CDR=4, 


ENS=5, 

CAPT=4, 


LTJG=4, 

RADM=4 


LT=4, 


LCDR=4, 
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d. Aid in the assignment process. 



Responses 


SA=5 


A=4 


N=3 D=2 


DS = 1 


N 

Percentae:es t 


24, 

20^, 


71. 

59.2^. 


16, 8, 

13 . 3 ^. 6.7%, 


0 

00 




Means : 


0A=3*9. 

CDR=3.7. 


ENS=4.2, 
CAPT=4.0 , 


LTJG=3-9. LT=3.8, 
RADM=4 . 0 


LCDR=4. 


Medians *. 


0A=4, 

CDR=4, 


ENS=5. 

CAPT=4, 


LT JG=4 , LT=4 , 

RADM=4 


1CDR=4, 



e. Aid command to develop persorjiel and obtain desired 
performance . 



Responses 


SA=5 


A=4 


_N=3 


D=2 


DS = 1 


N 

Percentages : 


25. 

20 . 8%, 


66, 


19 . 

15.8%, 


9. 

7 . 5 %. 


1 

0 . 8% 




Means ; 


0A=3.9. 

CDR=3.6 , 


ENS=3.8, 
CAPT=4. 1 


LTJG=3-7. 

RADM=5.0 


LT=3-8, 


LCDR=4. 


Medians : 


0A=4, 

CDR=4, 


ENS=4, 

CAPT=4, 


LTJG=4, 

RADM=5. 


LT=4, 


LCDR=4, 


f. Assist in 


evaluati 


ng qualification for 


promotion. 


Responses 


SA=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentages : 


37. 

32.4^, 


69. 

^0‘5fo> 


7. 

6.1^, 


1. 

0.9^. 


0 

0.0% 




Means : 


0A=4.2, 
CDR=4. 3. 


ENS=4.2, 

CAPT=4.4, 


LTJG=4.2, 

RADM=4.0 


LT=4.2, 


LCDR=4. 


Medians : 


0A=4 , 
CDR=4, 


ENS=4.5, 

CAPT=4, 


LTJG=4, 

RADM=4. 


LT=4, 


LCDR=4, 



2 , 



3 . 



g. Other (Please indicate). 

Replies noted on questionnaires 25. ^8. 57. 66, 82 and 85 
Questionnaire 85 gave the best suggestion (in the ’writer’s 
opinion) in suggesting that an additional purpose should be to 

"Evaluate skill of NOAA officer with respect to op- 
erating a data gathering vehicle..." 
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7. I 'oelieve the Fitness Report System is effective in 
implementing 

a. Aid in annual adjustment of the lineal list. 



Responses 


SA=5 A=4 


N=3 


D=2 


DS = 1 


N 

Percenta 2 :es : 


1 , 38, 

0 . 3 %, 32 . 2 %, 


48, 

^ 0 . 7 %, 


23. 


8 

6 . 3 % 




Means : 


0A=3*0, ENS=3-2, 

CDR=2.8, CAPT=3.2, 


LT JG=2 . 8 , 
RADM=4.0 


LT=3-0 , 


LCDR=3- 1 . 



Median: 0A=3, ZNS=3, LTJG=3, LT=3, LCDR=3. 

CDR=3. CAPT=4, HADM=4. 



b. Aid in separating personnel who aren’t performing. 



Responses 5A=5 A=4 N=3 D=2 DS = 1 



N 

Percentages : 


4, 

3.4?5, 


26 , 

22 %, 


25 . 

21 . 29 ^, 


46, 

39 . 0 ^, 


17 

14.4^ 




Means : 


0A=2.6 , 
CDR=2.9, 


2NS=2.2, 
CAPT=2.6 , 


LT JG=2 . 7 , 
RADM=4.0 


LT=2.3, 


LCDR=2. 


Medians : 


0A=2, 

CDR=3. 


ENS=2, 

CAPT=3, 


LTJG=3. 
RADM=4 . 


LT=2, 


LCDR=2 , 


c . Provide 
ing pro 


feedback to aid the 
fessional skills. 


rated officer in develop- 


Responses 


SA= 5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages : 


5. 

4 . 2 ^ 0 , 


54 , 

45.4?5. 


34 , 

23 . 6 %, 


22, 

18 . 5 ^, 


4 

3-^^ 




Means : 


0A=3-3. 

CDR=2. 8, 


ENS=3.2, 

CAPT=3.5. 


LTJG=3.4, 
RADM=4 . 0 . 


LT=3.4, 


LCDR=3- 


Medians : 


0A=3. 

CDR=3. 


ENS=4, 

CAPT=3.5. 


LTJG=4, 

RADM=4. 


LT=4, 


LCDR=3, 
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d. Aid in the assignment process. 



Responses 


SA=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentages : 


0, 

0 . 0% f 


46, 

38.6%, 


50 , 

42.0^, 


19. 

16 . 0 ^, 


4 

3.4^ 




Means s 


QA= 3 - 2 , 
CDR=3.0 , 


ENS=2.8, 
CAPT=3. 1 . 


LTJG=3-4, 

RADM=3.0 


LT=3*2. 


LCDR=3- 


Medians : 


0A=3, 

CDR=3. 


ENS=3. 

CAPT=3. 


ltjg=3-5. 

RADM=3- 


LT=3. 


LCDR=3. 



e. Aid command to develop personnel and obtain desired 
performance . 



Responses 


SA=5 


A=4 


II 


D=2 


DS = 1 


N 

Percentages : 


2, 

1.7%, 


41, 

34 . 7 ^, 


53, 

44 . 9 ^, 


19. 

16 . 1 ^, 


4 

3 . Wo 




Means : 


CA=3.2, 

CDR=2.9, 


ENS=2.2, 
CAPT=3. 5, 


LTJG=3-0, 
RADM=4 . 0 . 


LT=3*2, 


LCDR=3. 



Medians: 0A=3. ENS=2, LTJG=3, LT=3» LCDR=3. 

CDR=3, CAPT=3-5. RADM=4. 



Assist in evaluating qualification for promotion. 



Responses SA=5 A=4 N=3 D=2 DS=1 



N 

Percentages : 


0 0 


56 . 

47.4??, 


35. 

29.7%, 


25 . 

21.2??, 


4 

3.4?? 




Means : 


0A=3-2, 
CDR=3. 5, 


ENS=2.6, 
CAPT=3. 5, 


LTJG=3-1. 

RABM=4.0. 


LT=3-0, 


LCDR=3-2, 


Medians : 


0A=3 , 
CDR=4, 


ENS=3. 

CAPT=4, 


LTJG=3. 

RADM=4 


LT=3. 


LCDR=3. 



g. Other (Please indicate) 

Response noted on questionnaires 57 and 85 . Question- 
naire 85 (see 6g.) indicated disagreement with our present 
Fitness Report’s ability to evaluate adequately an officer's 
skill with respect to operating a data collection vehicle. 
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8 . 



I feel that a system whereby poor or marginal performers 
in the grades 0-4 and 0-5 with less than twenty years 
service could be separated with severance pay would be 
beneficial to the NOAA Corps. 



Responses 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages : 


52, 

^3^3%. 


48. 


11. 

9.2/., 


8, 

6.7/, 


I 

O 

• 

00 




Means : 


0A=4.2, 
CDR=4.0 , 


ENS=4.0 , 
CAPT=3. 8, 


LTJG=4.4, 

RADM=4.0 


LT=4.2, 


LCDR=4. 


Medians : 


0A=4, 

CDR=4, 


ENS=4, 

CAPT=4. 


LTJG=4, 

RADM=4. 


LT=4, 


LCDR=5, 



9. I feel that a system whereby subordinates rate superior 
officers would be beneficial to the NOAA Corps. 



“Resconses 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages : 


34, 

23.3/, 


34, 

28.3/, 


23. 

19.2/, 


16, 

13.3/ 


13 

10.8/, 




Means : 


0A=3.5, 

CPR=3..3,. 


SNS=4.6 , 
CAPT=3.1 , 


LTJG=4.0, 

RADM=4.0 


LT=3.8, 


LCDR=2. 


Medians t 


0A=4, 

CDR=4, 


ENS=5, 

CAPT=3, 


LTJG=4, 

RADM=4. 


LT=4, 


LCDR=3, 



10. I believe that a mechanism to incorporate peer group 

ratings into the Fitness Report System would be beneficial 
to the NOAA Corps. 



Resoonses 


SA=5 


A=4 


N=3. 


D=2 


DS = 1 


N 

Percentages : 


14, 

12 . 0 /, 


38. 

32.5/. 


19!6/, 


24, 

20.5/, 


18 

15.4/ 




Means : 


0A=3.0 , 
CDR=2.6 , 


ENS=4.4, 
CAPT=2. 9, 


LTJG=3-1, 
RADM= 3 . 0 . 


LT=3.3. 


LCDR=2. 


Medians : 


0A=3, 

CDR=3, 


ENS=5, 

CAPT=3.0, 


LTJG=3-5, 

RADM=3. 


LT=3-5, 


LCDR=3 
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11. If I Were to weight performance measures of NOAA Corps 
Fitness Report in Section 8, I would give the heaviest 
weight factor to the following performance area(s). 

Leave blank if you consider all areas of equal importance. 



Job ability and/or job accomplishment 
Job accomplishment 
Job ability 
Leadership 

No indication in either question 
11 or 13 
Judgment 
Initiative 
Human Relations 
Loyalty 

Self-expression 
Officer bearing 



66 responses 
57 responses 
53 responses 
3^- responses 

33 responses 
33 responses 
26 responses 
15 responses 
2 responses 
2 responses 
2 responses 



12. What weight should EEC performance receive? 



See Appendix 3. The majority of responses tend to 
indicate that: 

a) It is covered in other categories 

b) EEC performance is difficult to grade 

c) It should be mentioned in the narrative comments 
if either positive or negative EEC activity is 
noted . 



13. Do you recommend deletion of any area listed in Section 
3 as being either too subjective in nature or irrele- 
vant as a performance measure? If so, which one(s)? 



No deletions 
Loyalty 

Officer bearing 
Self expression 

Human relations 

Jud^ent 

Reliability 

Initiative 

Leadership 

Job ability 



34 responses 
21 deletions 
7 deletions 
2 deletions 
1 redefine 
1 deletion 
1 deletion 
1 deletion 
1 deletion 



5 less important 
5 less important 
2 less important 

2 less important 
1 less important 

1 less important 

2 less -important 
1 less important 
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1 ^. 



Have you ever written a rebuttal to what you consider an 
unfair fitness report? Mark NA if you have never re- 
ceived what you consider an unfair report. 



NA 


73 


responses 


= 61.9% 


NO 


30 


responses 


= 23. 


YES 


15 


responses 


= 12.7^ 



15 - Ia you have any comments regarding our Fitness Report 
System from a rated officers viewpoint, use the space 
provided below. 

Ninety one responses were recorded ranging from one or 
two sentences to three pages of detailed suggestions. Par- 
ticularly detailed suggestions and observations were found 
in questionnaires 4 , 12, 40 , 64 , 71, 81, 91 . 106 , 111, and 
120. 

Themes noted included but were not limited to (numbers 
in parentheses indicate questionnaire number) : 

A. Criticisms 

1 . NEW RATING OFFICERS ARE TOLD TO BIAS THE RATINGS 
UPWARD (8?) (Caps added by compiler). 

2 . Lack of uniformity between graders. ( 15 . 19 . 26, 
32, 3 ^. ^ 1 . 53 . 58 . 64 , 94 , I03, and Il 4 ) 

3. Lack of objectivity sometimes exacerbated by 
oersonality clashes and failures of memory (15. 
16, 22, 32, 38, 63, and 64 ) 

4 . Lack of feedback and counselling between re- 
ports ( 3 . 4 , 40 , 48 , 53 . 73 . 98) 

5. Fitness Report has been used as a threat, form 
of punishment, or incentive creating device ( 6 , 

30, 72, 73 . 95 ) 

6. Promotion dictated by "warm body" availability 
as opposed to merit (7. 18, 60) 

7. Advancement on lineal list is more a function 
of exposure than talent (36, 93) 

3 . Rated officer not always provided copy of F’itness 
Report ( 5 , 28 , 36, 45, 100 ) 

9. Inadequate rebuttal system ( 4 , 20 , 38. 47 , 51 . 

56, 81, 111, 116) 

10 . Ur^fit and unskilled rating officers ( 4 , 6 , 40 , 

106) 

11 . Strict adherence to guidelines will hurt rated 
officer (9.65) 

12 . Ratings by civilian (both too high and too low) 
potentially harmful to rated officer ( 10 , 29 . 39 . 

53 . 69. 71. 86 , 93 ) 

13. Although reports flag potential problems, follow- 
up corrective actions insufficient (6I) 
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14. Marginal officer can slide by with little or 
no incentive for improvement ( 98 ) 

15 • Some reports written on basis of little obser- 
vation (one response indicates having received 
somewhat "fictitious" reports). (2, 21, 34, 

72 , 106 ) 

16 . Effective evaluation of Fitness Reports lacking 
at HQ level (70, 74, 75. 8l , 87 , 118, 120) 

17 . Must occasionally pursue rating officer to get 
report (86) 

18. In most commands difficult to compare . off icers 
of equal grade and length of service as most 
commands have few officers of equal grade and 
length of service (64, I 07 ) 

19 . Physical fitness ignored in NOAA Corps (40) 

3. Suggestions for Improvement 

1. Include section on potential (114) 

2. Esxablish section for recommended action by 
0P3 (64) 

3 . Add overall rating of officer to end of 
Section 8 (12, 95) 

4. Require indication of whether or not a confer- 
ence took place (111) 

5- Give rated officer copy of Fitness Report prior 
to conference (100) 

6. Establish MBO system throughout NOAA Corps as 
each assignment is different (establish specific 
attainable goals for each rating period) (109» 
120) 

7 . Draft set guidelines for minimum development 
standards for each job (work standards approach) 
(34) 

8. Modify the rating scale to allow greater dif- 
ferentiation than the present 10, 8, 6, 4, 2. 
( 11 , 12 ) 

9 . Have independent appraisals by at least two 
individuals higher up on chain of command (help 
eliminate personal bias of rater) (21) 

10. Attempt to have more correlation between out- 
standing Fitness Reports and commendations , 
a’//ards, etc. (33) 

11. V/hile rating, rank qualifications in Section 8 
in order of importance as the rater sees them 
for a given job ( 52 , 72, 104) 

12. Educate or police raters to maintain expected 
distribution (58, 64, 81, 91, 110) 

13' Use as long-term substantiation tool to trace 
trends in performance as opposed to yearly ob- 
servation at "Love-in" ( 63 ) 
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14. Institute a form of self-assessment whereby 

rated officer indicates accomplishments, awards, 
duties, etc. for appraisal period ( 8 l, 96 ) 

15* Require a statement concerning an officer's 
ability to operate a ship, fly, or dive. ( 85 ) 

16 . Eliminate loyalty. Either the officer i^ loyal 
or is not. (88) Perhaps add "attitude" in lieu 
of loyalty (6?) 

17 . Change Section 8 column headings to Outstanding, 

Above Average, Average, Below Average, Poor; or 
change column headings to numerical values 1-5 
or 1-10. ( 90 , 95. 106 ) 

18 . Require full justification for any extreme marks. 

( 106 ) 

19 • V/eight reports by grader's average mark. (110, 
120 ) 

20. Rate officer relative to job, duties, and 
performance. (64) 

C. Questions 

1. How are reports utilized and by whom? (12, I 3 , 
64, 78 ) 

2. What criteria is used to grant advanced lineal 
standing (or a drop in numbers)? (20) 

3- What goes on at the annual "Love-in?" (3^, 78) 



D. PART III - RESULTS 

Forty- three responses were recorded for Fart III. These 
responses were categorized (when appropriate) as follows: 

20 responses from 0-4 and below; and 23 responses from 0-5 
and above . 

1. Based on the 100 point total in Section 8, what is the 
approximate point score that you have given your rated 
officers? 

Average score given by a rating officer is: 7^-2. 

Average score given by 0-4 and below is: 73*9* 

Average score given by 0-5 and above is*. 74.5* 

Distribution of average grades given is: 

59 and below 2 graders 

69-60 4 graders 

74-40 11 graders 

79-75 12 graders 

84-30 10 graders 

89-85 3 graders 
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2. 



What approximate percentage of officers have you rated 
poor in any category? 



Distribution: 



0^ = l6 responses 
= 5 responses 

2^ = 2 responses 

3^ = 2 responses 

5^ = 11 responses 
10^ = 4 responses 

20^ = 1 response 

25 ^ = 1 response 



3 . Under Section 9» Desirability, what approximate percent- 
age of officers have you indicated that you 

a) Prefer Not To Have 

b) Satisfied to Have 

c) Pleased to Have 

d) Prefer to Most 

e) Particularly Desire 

The number of unique distributions reported makes it 
impossible to generalize about this question. It is 
apparent that Section 9. Desirability, is virtually 
useless as an evaluative tool as presently utilized 
by rating officers. 



4. How many officers have you recommended for advancement 
on the lineal list? 



Distribution : 



0 recommendation = 

1 recommendation = 

2 recommendations = 

3 recommendations = 

4 recommendations = 

5 recommendations = 
1 response indicated 



30 responses 

3 responses 

4 responses 
1 response 

1 response 

2 responses 
l5fo 



This section elicited comments such as it is not in 
the rating officer’s domain, but instead it is up to 
the Officer Personnel Board to act on outstanding 
report (questionnaire 73) > "Never occurred to me" 
(questionnaire 100) and "...but I really feel I have 
had excellent officers" for a rater who has recom- 
mended 30 ^ (about 5) of his subordinates for ad- 
vanced standing (questionnaire 110). 
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5. How many officers have you recommended for separation 
or a drop in lineal number? 



Distribution: 



0 recommendation = 36 

1 recommendation = 4 

2 recommendations = 1 

4 recommendations = 1 

1 response indicated 5^ 



6. I feel the mechanisms for advancement on the lineal list, 
separation, and setting back on the lineal list are 
operating properly. 



Responses 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages s 


0 , 

0 .0?5, 


9, 

21.4^, 


14, 

33 . 


28 ! 6^., 


7 

16.7^ 




Means : 


0A=2.6 , 


0-4 and below=2. 


7, 0-5 and above 


Median : 


0A=3, 


0-4 and below=3» 


0-5 and above 


7. I feel my evaluation are characterized 


8y 




a. an ongoing process in which I actively 
ates and comment on their performance 
rating period. 


coach subordin- 
throughout the 


Resoonses 


SA=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentages : 


5. 

11.9^, 


21 , 
50f., 


8, 

19.0^., 


8, 

19 . 0 %, 


0 

O.Of^ 




Means : 


0A=3o, 


0-4 and 


below=3-4. 


0-5 and 


above=3* 


Medians : 


0A=4 , 


0-4 and 


below=3 • 5 > 


0-5 and 


above=4 


b. a joint 
command 
dinates . 


effort by 
providing 


myself and other top members of a 
input to the evaluation of subor- 


Resoonse 


SA=5 


A=4 


N=3 


D=2 


DS = 1 


N 

Percentages : 


4, 




PQ 

69 ’ofo, 


5, 


4, 

9.5fo, 


0 

0.0^ 




Means : 


0A=3-8, 


0-4 and 


below=3 . 6 , 


0-5 and 


above=3* 


Medians : 


0A=4, 


0-4 and 


below=4 , 


0-5 and 


above=4 
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8. I feel fhat training in personnel evaluation would be 
beneficial to me in aiding me to better evaluate my 
subordinates . 



Resronses 


SA=5 


A=4 


N=3 


D=2 


DS=1 


N 

Percentages j 


7, 

16 . 3 ^, 


23. 

53.5?5, 


10, 

2 3 • 2^ 1 


3. 

7 . 0 ^, 


0 
0 0 




Means : 


0A=3.8, 


0-4 and 


below=3 • 9 . 


0-5 and 


above=3* 


Medians : 


0A=4, 


0-4 and 


below=4 , 


0-5 and 


above=4 



9 . If you have any further comments concerning our Fitness 
Report System from a rating officer's viewpoint, use 
the space provided below. 

Responses to this questions are included in the com- 
pilation of comments in Fart II, question 15* 

E. DISCUSSION OF RESULTS 

The most remarkable aspect of the Fitness Report Question- 
naire results is the uniformity of response from all grades. 
Both Ensign and Rear Admiral groupings present anomalous 
results in response to some questions; but, as mentioned 
earlier, the small sample sizes associated with those two 
groups preclude generalizations. 

Taken as a whole, the results of the questionnaire indi- 
cate that the NOAA Fitness Report System is perceived as not 
accomplishing all that it could or all that it should. In 
addition, in many instances written comments suggest dys- 
functional side effects of the Fitness Report System. 

Major problems with the system in its present form in- 
clude 5 
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1. Lack of effective communication between rater and 
ratee as to what behavior the ratee is being graded 
on (Part II, questions 3> 6c vs 73> 6e, vs 73» 

15? Part III, 7a). It is worthwhile to contrast the 
responses to Part II, #3 and Part III, #7a. Although 
S2fo of raters Agree or Strongly Agree that they ac- 
tively coach or comment upon subordinate performance 
throughout a rating period, only 22^ of rated officers 
Agree or Strongly Agree that they receive on-going 
feedback throughout a rating period. 

2. A widespread belief that adjustments to the lineal 
list (both up and down) are not being implemented 
properly (Part II, questions 6a, 6b, 6f, 7a, 7b, 

7f, 15: Part III questions 2, 4, 5. 6). 

3‘ A lack of uniformity between graders. (Part II, 
question 15: Part III, questions 1 and 3) 

4. Although a few years back NOAA instituted a program 
of voluntary career counselors, it is apparent that 
career guidance and development within the NOAA Corps 
are perceived as being deficient. (Part II, question 4) 

5- An inadequate rebuttal system. 

On the plus side, the NOAA Corps Fitness Report form is 
generally well-liked (although worthwhile suggestions for 
modification were received) as is the NOAA Corps system 
(evaluation by a superior, a conference, and then review by 
the 0P3) . A small majority of responding officers (56^) 

Agree or Stongly Agree that the present Fitness Report Sys- 
tem has provided NOAA Headquarters with a true measure of 
their abilities and worth to NOAA. Conversely, 3&fo indicated 
having received at least one unfair (in their opinion) Fitness 
Report during their career. Although lack of objectivity 
was a major theme in the 'written comments, a majority of 
raters, 7S?5» (Part III, 7b) indicated that they work with 
other top members of their command in providing input for 
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inclusion on subordinates' Fitness Reports. This practice 
can only tend to increase objectivity in reporting. 

Looking at specific questions, the majority of responses 
to questions 6a through 6f Agree or Strongly Agree that the 
NOAA Corps Fitness Report System should have the following 
objectives s 

a 6a) aid in annual adjustment of the lineal list 

6b) aid in separating personnel who aren't performing 
6c) provide feedback to aid the rated officer de- 
velop professional skills 
79^ 6d) aid in assignment process 

76^ 6e) aid command to develop personnel and obtain 
desired performance 

91fo 6f) assist in evaluating qualification for promotion 

Significantly, questions 7a thru 7f. which indicate 

the NO-AA Corps perception of how well the above objectives 

of the NOAA Corps System are being implemented register the 

following Agree or Strongly Agree response rates: 

S 7a) adjustment of lineal list 
7b) separating non-performers 
. 7c) feedback 

39% 7d) assigrjnent 
3o% 7e) develop personnel 
47% 7f) evaluate qualifications 

It is to be noted that the average percentage of officers 

who responded Strongly Agree to questions 7a thru 7f is only 

1.7%. 

A desire for a change in retention policy is strongly 
suggested by an 33^ Agree or Strongly Agree response rate to 
Part II, question 8, regarding forced separation with sever- 
ance pay of presently tenured marginally or poorly performing 
0-4's and 0-5's. 
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Responses to Part II, questions 9 and 10, conoerning sub- 
ordinate rating of superiors (. 57 % Agree or Strongly Agree) 
and peer group ratings (44^ Agree or Strongly Agree) indi- 
cate lukewarm to cool acceptance of these ideas. As a 
small majority concur with the concept of subordinate rating 
of superiors, a specific suggestion as to how this could be 
handled will be made in the final chapter. 

The response to Part II, question 11 indicates a desire 
to be graded more heavily on the basis of the potentially 
identifiable, job-related traits of Section 8, NOAA Form 5°-° 
as opposed to the more nebulous personal traits of Section 8. 
Job Accomplishment and Job Ability had far and away the 
hipest response rate regarding which performance measures 
should be weighted most heavily. Leadership, Judgment, and 
No Indication of heavier weighting are in second place, while 
Initiative is in third place. The great majority ( 79 %) of 
responses to this question fall within the first five items 
of Section 8 which the writer considers to be more related 
to job and performance than the remaining traits of Section 8 

Question 13 inquires if any area of Section 8 is too sub- 
jective or irrelevant and, as such, requires deletion. No 
Deletions is the leader with four times more responses than 
Second place. Loyalty. Officer Bearing is in a distant 
third place. However, Loyalty, of all items in the personal 
and professional traits, appears to be most subject to abuse 
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■fay a rater or to be dysfunctional for NOAA as a whole. To 
paraphrase Questionnaire 32, disloyalty and independence of 
thought and action (high initiative? high creativity?) 
niay sometimes be confused. As regards loyalty, where does 
a subordinate's loyalty lie if his immediate superior is 
guilty of shirking his duty, incompetence, or even worse? 

Does loyalty lie with that superior (who writes his Fitness 
Report) or does it lie with NCAA as a whole? 

Question 12, which is concerned with the weighting of 
EEC ratings, elicited much comment. See Appendix B and 
Results in this chapter. As mentioned in Chapter IV 
the investigator recommends that NCAA follow the philosophy 
of the United States Navy (see Appendix A) as regards grad- 
ing of EEC activity. The Na’/y, as opposed to grading all 
officers on EEC activity, explicitly states that only those 
officers in a position to implement the tenets of EEC or 
Affirmative Action Plans should be graded on EEC activity. 

Question points out the deficiency of our present 
rebuttal system. Thirty-eight percent of rated officers feel 
that they have received at least one unfair Fitness Report. 
Cnly 33% of those having received unfair reports have writ- 
ten rebuttals. To quore an 0-6 over 30 years, "A rebuttal 
may be an officer's 'vay to get his or her viewpoint across, 
but the only recourse an officer really has is to leave the 
service, or hope for a reappraisal from a different rating 
officer" (Questionnaire 116.) If, for instance, an officer 
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is marked down in Loyalty or Human Relations, he is put in 
an untenable position. A rebuttal proves the point: he is 

an argumentative, ill-tempered, disloyal bleeper. No re- 
buttal implies tacit agreement with the rating. Clearly 
an effective system must be instituted to resolve discrepan- 
cies between rater and rated. 

Question 15 . requesting comments concerning the NOAA 
Corps System, generated much response. The six most numerous 
themes were : 

1. Lack of uniformity between graders (12 responses) 

2. Inadequate rebuttal system (9 responses) 

3* Civilian raters (8 responses) 

4. Lack of objectivity (7 responses) 

5 . Lack of feedback and counselling (7 responses) 

6. Effective evaluation of Fitness Reports lacking at 
HQ level (7 responses) 

The most frequent suggestion for improvement of the system 
was to educate or police raters to maintain the expected 
distribution (5 responses) . 

Response to Part III, questions 1 thru 5» indicated that, 
as suspected. Fitness Report grades are inflated, raters are 
not grading from a common base , u se of "Poor" ratings is 
minimal, recommendations for advancement on the lineal list 
are minimal, and recommendations for separation or a drop 
on the lineal list are minimal. Not surprisingly, in light 
of the above rater response, 9 % Strongly Agree and only 21^ 
Agree that mechanisms for advancement on the lineal list, 
separation, and setting back on the lineal list are operating 
properly (Part III, question 6). It appears highly unlikely 
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that any meaningful personnel action could be taken on the 
basis of the NOAA Corps Fitness Report System as it is 
presently operating. 

As mentioned earlier in this chapter, Part III, question 
7a indicates that SZfo of rating officers feel that their 
evaluations entail on-going feedback to rated officers during 
a rating period. As only 22^ of rated officers indicate that 
they have received on-going feedback during a rating period, 
a "communications gap" definitely exists. 

The fact that most rating officers work with other senior 
members of their command in developing Fitness Reports is 
an encouraging trend (question 7b) . This should be NOAA 
Corps policy as additional rater input can help eliminate 
personal bias . 

As a final note, a majority (70^) of raters Agree or 
Strongly Agree that some form of training in personnel eval- 
uation could be beneficial to them in better evaluating 
subordinates (Part III, question 3). 
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VII. RECOMMENDATIONS FOR IMPROVEMENT OF THE 
NOAA CORPS FITNESS REPORT SYSTEM 



A. INTRODUCTION 

As with any system involving interaction between human 
beings, there is always room for improvement within any 
appraisal system. By the same token, no appraisal system 
yet devised has totally eliminated problems associated with 
personality conflicts, inflationary trends, subjective grad- 
ing, or intentional corruption of the system. Because of the 
great importanoe to an organization of personnel evaluation 
and development, the organization should periodically review 
its appraisal system with the objective of improving that 
system. 

The following recommendations are offered in the spirit 
of building on and improving the NOAA Corps appraisal system. 
Specific recommendations will be concerned withs 

1) Modification of NOAA Corps philosophy of appraisal to 
reflect both an evaluative mode (past performance ori- 
ented) and a developmental mode (future performance 
oriented) . 

2) Modification of Fitness Report For Commissioned Officers 
(NOAA Form 5^-6) and Service Report (NOAA Form 5^-25) • 

3) Modification of existing NOAA Directives and Instructions 
concerned wirh the NOAA Corps Fitness Report System, 
assignments, promotion, and separation from the NOAA Corps. 

Suggested means of implementing the above recommendations fol- 
low. 
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B. MODIFICATION OF NOAA CORPS APPRAISAL PHILOSOPHY 



As opposed to the phrase, "modification of NOAA Corps 
appraisal philosophy," a more realistic concept as concerns 
the NOAA Corps is the adoption of a Letter methodology to 
implement present NOAA Corps philosophy. 

The upper echelon of NOAA Corps management is already 
committed to officer guidance and career development and an 
equitable and just Fitness Report System. As evinced by 
numerous articles and statements of policy in the NOAA Corps 
Bulletin , (see Appendix C), the house organ of the NOAA 
Corps, the proper administration of the Fitness Report Sys- 
tem and open channels of communication for career guidance 
and development (via a program of volunteer career counselors) 
are major concerns of the NOAA Corps Command. 

In spite of mhis concern, it is apparent from the re- 
sponse to the NOAA Corps Fitness Report Questionnaire that 
neither the career guidance and development program nor the 
Fitness Report System are perceived as operating properly. 

Both of these problems are a direct result of either a lack 
of effective communication between superiors and subordin- 
ates or an inadequate method of communication between superiors 
and subordinates (superiors are seen as issuing authoritarian 
directives which are not perceived as either guidance or 
feedback by the subordinate officer) . 
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To help eliminate this lack of effective communication 
and strengthen the developmental aspects of the NOAA Corps 
Fitness Report System, the writer specifically recommends 
that the NOAA Corps adopt a flexible policy of either Man- 
agement-by-Ob jectives or Work Standards, as applicable to a 
specific job. 

MBO is specifically designed to increase communication 
between individuals throughout an organization by requiring 
that superior and subordinate confer to formulate and agree 
upon specific attainable performance objectives for the sub- 
ordinate at the beginning of a rating period. At the end of 
the rating period, the rater evaluates the subordinate on 
how well he has attained the agreed upon objectives. MBO 
is of particular value to organizations within a dynamic en- 
vironment (rapidly changing technology or rapidly changing 
organizational structure) , or for evaluating subordinates 
in relatively unstructured assignments such as laboratory 
assignments, management positions, and many staff positions. 

Work Standards, which involve superiors dictating ob- 
jectives to subordinates, would be effective in dealing with 
officers in relatively structured assignments or for improv- 
ing the performance of officers who lack sufficient motiva- 
tion or skills to function properly in their present assign- 
ment. In the Work Standards approach the process is similar 
to MBO with an initial discussion between rater and rated; 
but, in this case the superior tells the subordinate what 
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management approved objectives he should strive for during 
the upcoming appraisal period. At the end of the rating 
period, the subordinate is rated on how well he has attained 
his designated objectives. 

It is to be noted that it is entirely possible to set 
performance objectives with both MBO and Work Standards that 
correlate with the attainment of long-term and/or short- 
term career goals. 2ven if this is not possible, the con- 
ferences between superior and subordinate should also serve 
as an opportunity for the superior to provide career counsel- 
ling and to discuss the overall professional development 
of the subordinate officer. 

The writer adheres to the belief that self-assessment 
used in conjunction with MEO or Work Standards is one of the 
most effective evaluative and developmental methods for 
members of an organization such as the NOAA Corps. NOAA 
Corps officers are recruited and offered commissions on the 
basis of already demonstrated academic and/or professional 
excellence. To attain excellence, the demonstrated high 
performer is continually engaged in self-assessment with a 
view toward improvement of strengths and overcoming of 
weaknesses. In addition, no other individual has better 
knowledge of one's accomplishments and career landmarks than 
the rated individual himself. As such, why not incorporate 
this already ongoing process into the Fitness Report System? 
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It is noted that the NOAA Corps Service Report (Fig. 12) 
already incorporates a large measure of self-assessment into 
its format. However, this form is primarily utilized by the 
Officer Assignment Board and is not utilized to a high degree 
by the Officer Personnel Board. The writer suggests that 
the Service Report be incorporated into the Fitness Report 
System and with minor modifications to reflect MBO and Work 
Standards, as well as self-assessment, become the primary 
developmental tool of the NOAA Corps Fitness Report System. 

The writer is not suggesting that the NOAA Corps dispense 
with the evaluative function of the NOAA Corps Fitness Report 
System and recommends retention, with modifications, of NOAA 
Form 5 p- 6, Fitness Report For Commissioned Officers, as the 
primary evaluative tool of the NOAA Corps System. 

Administration of this proposed dual system will be dis- 
cussed in the section of this chapter dealing with modifica- 
tion of NOAA Directives and Instructions. 

C. MODIFICATION OF FITNESS REPORT FOR COMMISSIONED OFFICERS 

(NOAA FORM 56-6) AND SERVICE REPORT (NOAA FORM 56-25) 

Recommendations for changes to Fitness Report for Com- 
missioned Officers follows 

1. Retention of Sections 1 thru 6 in present form. 

2. Deletion of Section 7, Duties, as it is redundant 
with Section 5 of Service Report. 

3* As regards Section 8, General Instructions s 
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a) Change title of Section 8, General Instructions 



to Performance Factors 

b) Delete statement, "When possible, evaluate the 
officer in comparison with other NOAA officers of 
similar grade and length of service." As pointed 
out in some questionnaire responses, most NOAA 
commands have few, if any, officers of similar 
grade and length of service. Replace above state- 
ment with, "Evaluate officer with respect to how 
well he met objectives and performed duties asso- 
ciated witxh present assignment." 

c) Replace Section 3 performance designators of 
"Excellent," "Very Good," and "Satisfactory," 

with "Exceeds Job Standards," "Meets Job Standards," 
and "Below Job Standards." Retain "Outstanding" 
and "Poor" as the two possible extreme grades. 
Adoption of these terms is consistent with grading 
an officer relative to performance of duties as 
opposed to comparison with officers of similar 
grade and length of service. Skipping ahead a 
bit, the above terminology is also consistent with 
grading guidelines that will be proposed in this 
thesis concerning modification of directives and 
instructions . As reported in Chapter IV, the 
remark of the Coast Guard Commandant concerning 
the generally high level of overall competence 
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and performance of Coast Guard officers is also 
applicable to NOAA Corps officers. As such, no 
logical inconsistency occurs if the average NOAA 
Corps officer "Exceeds Job Standards" in many of 
the performance factors of Section 8. 

d) Replace system requiring marking X in box of 
choice on the graphic rating scale (where the five 
choices equate to 10, 8, 6, 4, 2), with a require- 
ment to write in a value of 10 or 9 for each "Out- 
standing" mark, 8 or 7 for each "Exceeds Job 
Standards," 6 or 5 for each "Meets Job Standards," 

4 or 3 for each "3elow Job Standards," and 2 or 1 
for each "Poor." 

e) Eliminate statement "For Office Use Only" and 
replace with "Total Score" at the bottom of the 
graphic scale. Require the rating officer to 
tabulate and record the total score in this block 
and have the rated officer see this score prior 
to sending the Fitness Report to the reviewing 
officer. Perhaps the reason for the rating officer 
nox tabulating the total score is a throwback to 
the days when individual rater trends and average 
rater scores were maintained at NOAA Corps Head- 
quarters. As such, each Fitness Report was ad- 
justed to reflect a rater's handicap or "Master 
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Mark" as it was then termed. This system is no 
longer maintained and it would appear that there 
is no longer any justification for not communicating 
a rated officer's total score to him/her during 
the course of an evaluation discussion. 

) The NOAA Corps Fitness Report Questionnaire indi- 
cates a desire to weight the relative score of 
the various performance factors of Section 8 more 
heavily towards Job Accomplishment and Job Ability 
and less heavily towards Loyalty and Officer Bear- 
ing. As opposed to instituting a complicated 
formula to attain this end, the writer recommends 
the addition of a performance factor termed Job 
Knowledge and the combining of Loyalty and Officer 
Bearing under a general heading termed Service 
Aptitude. It is to be noted that the present 
definition of Job Ability on Form ^ 6-6 is in fact 
a partial definition of Job Kno.wledge. Thus, the 
’^iter proposes the following definition for 
Job Knowledges 

Observed extent of professional knowledge, 
rapidity with which knowledge is acquired, 
new concepts are grasped and broad assign- 
ment areas are comprehended. 

Now the problem becomes one of defining Job Ability. 

To paraphrase an element of the October 1 , 1975 * 
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NOAA Corps Bulletin, (see Appendix C), which 
included a major policy statement concerning the 
NOAA Corps Fitness Report System, the writer pro- 
poses the following definition of Job Ability: 

Demonstrated overall performance of present 
assignment considering the level of respon- 
sibility, the type of duties performed, and 
the magnitude of problems encountered. 

Within the new heading. Service Aptitude, reit- 
erate the definitions of Loyalty and Officer Bear- 
ing (delete "Service Aptitude" as the last element 
of Officer Bearing) and grade the two components 
of Service Aptitude on a five point basis similar 
to the scoring of Writing Skills and Oral Skills 
under Self-Expression. 

g) It was suggested on Questionnaire 28 that Self- 
Expression be "reconstructed." The present defin- 
ition implies use of correct syntax and brevity 
of message to be the objectives of NOAA Corps intra- 
organizational communication. The ’/nriter suggests 
that the free flow of ideas and new concepts both 
down and up the chain of command should be the 
primary objective of NOAA Corps communications. 

As such, the 'writer recommends deletion of the per- 
formance factor Self-Expression and addition of 
the factor Communication. The following definition 
is proposed: 
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The effectiveness, accuracy, and completeness 
with which the officer expresses facts and 
ideas to subordinates, peers, and superiors. 

The ability of the officer to listen to and 
accept the ideas and concepts of subordinates, 
peers, and superiors. 

h) It is to be noted that the writer did not suggest 
the use of a Behaviorally Anchored Rating Scale 
or a one concept per item Graphic Rating Scale. 

The changes suggesxed to Section 8 entail minor 
modification to the form and retain the present 
100 point format of the rating scale. As such 
continuity is ensured between the old system and 
the proposed new system. 

4. Delete Section 9. Desirability, and add a section on 
Recommended Officer Personnel Board Action. Desir- 
ability, as shown by the response to the NOAA Corps 
Fitness Report Questionnaire, is virtually useless 
as a rating tool because of the many unique rater 
viewpoints of a proper distribution to utilize. The 
following block headings are proposed s 

a. Advancement on lineal list 

b. Promotion with peers 

c. Loss of numbers on lineal list 

d. Separation 

Institution of such a rating block will allow the 
Officer Personnel Board (OPB) to know immediately the 
intent of a rater as regards proposed personnel 
action. With the present form, the OPB must attempt 
to glean the true intent of the rater thru the innuendos 
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or nuances of the written comments. In addition, 
the rater presently has only the options of "sep- 
aration from" or "retention in" designed into the form. 
Clearly, a Recommended Action section is required. 

5 . Recommend deletion of Sections 10 and 11, Other 

Factors and General Comments . In place of these very 
general narrative areas , the writer recommends in- 
clusion of areas for comment directed at specific 
areas such as ; 

a) How well has this officer met his objectives for 
this rating period? 

b) Comment upon the strong points of this officer 
which enhance his effectiveness. Give specific 
examples . 

c) Comment upon any weak points of this officer which . 
have hindered his effectiveness. Give specific 
examples. If none are noted, so indicate. 

d) Evaluate this officer's skill with respect to 
seamanship, airmanship, and/or diving ability as 
applicable. If not observed, so indicate. 

e) Comment upon the magnitude of this officer’s 
input to your command's operations. 

f) Justify all Section 8 marks of "Outstanding," 

"3elow Job Standards," or "Poor" by providing 
specific examples. 
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g) Have this officer' s actions adhered to the tenets 
of EEO and Affirmative Action? 

YES NO NA. If no, explain. 

h) Comment upon any other significant activities of 
this officer such as Public Affairs Work, inter- 
governmental relations, efforts at self-improve- 
ment, etc. If nonconcurrence with self-assess- 
ment of Form 5°-25. comment on specific items. 

It is to be noted that the majority of Comment areas 
suggested above are already within the domain of 
Other Factors and General Comments . By requiring 
comments on each specific area helps to insure that 
each officer is being rated from a common base. Under 
the present system, a rating officer may not consider 
all important (from an organizational standpoint) 
aspects of a rated officer's behavior. In the 'writer’s 
experience, many times raters tend to blend the t'wo 
areas together or even paraphrase the information 
contained in Other Factors 'while writing General 
Comments . 

6. Delete Section 12. In modification of Directives 
and Instructions the writer recommends inclusion 
of a Reviewing Officer in lieu of a Reporting Officer. 

A Reviewing Officer signature is proof that a par- 
ticular Fitness Report has been sent through channels. 
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?. Retain Section 13* 

8. Delete Section 14. This is redundant with Service 
Report. 

9* Under Section 15. include the comment "An evaluative 
discussion has been held" (Yes, No). If No, explain. 
Change the term "Reporting Officer" to "Reviewing 
Officer . " 

To reiterate the major points contained above, the major 
changes suggested for NOAA Form ares 

a) Change the criteria for rating from rating in relation 
to comparison with peers to rating in relation to 
performance of job standards. 

b) .Make the graphic scale more job related by redefining 
Job .A.bility, inclusion of Job Knowledge, and down 
grading Loyalty and Officer Bearing to components of 
a Service Aptitude Factor. 

c) Require rater to rotal and record total score on form. 

d) Delete Desirability and add a section on Recommended 
Officer Personnel Board Action . 

e) Delete Other Factors and General Comments . Add require- 
ment for comments on specific behavioral aspects of 
officer . 

f) Delete Reporting Officer. Add Reviewing Officer. 

As envisioned in this report. Fitness Report for Com- 
missioned Officers is to be used primarily as the NOAA Corps 
evaluative tool (past performance oriented). Service Report , 
already a .NOAA Corps developmental tool, will play an expanded 
role which will involve both use by the Officer Personnel Board 
and greatly enhanced interaction between the rated officer and 
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his immediate superior in the development of performance 
objectives, career goals, and potential career paths for 
the rated officer. 

Redesign of Form 5^-25 will require reorganizing the form 
such that elements of self-assessment and performance ob- 
jectives are located on the front page while elements of 
career development and career counselling are located on the 
back page. The front side will be used primarily by the 
Officer Personnel Board while the back side will be used 
primarily by the Officer Assignment Board. 

Specific recommendations for change to Form 5^-25 (see 
Fig. 12) follow. 

1) In title block, delete word "year" and insert word 
"period." Delete December 31* Elements on the 
front page should be completed concurrently with 
any submission of NOAA Form ^6-6. 

2) Retain sections 1— 4- in present format. 

3) Add a section on Objectives. Proposed wording follows 

"List at least three and no more than five 
attainable performance objectives for your next 
rating period. These objectives were arrived at 
(with, by) my superior." 

k) After Objectives will be Assignments and Duties . 
Following "...special assignments" in the instruc- 
tions following Assignments and Duties , insert 
"Include time spent in major collateral duties and 
time spent in training." 
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NOAA form 54.25 u.s. DEPARTMENT OF COMMERCE 

(7-731 national oceanic AND ATMOSPHERIC 

ADMINISTRATION 


1, name - LAST, FIRST, MIDDLE INITAL 


SERVICE REPORT 


2. GRADE 


3. DEGREE(S) 


FOR YEAR ENWNG DECEMBER 31. 19 


A. total length of 
SERVICE: 


YEARS I MONTHS 



S, assignments AnO OUTY rD«scribm m ct9t9lf 9meh •9 9/«nm«nt »nd dutv you tuivm hod THtS REPORTING PERIOD. Inciudo any 
aigniitcMtu TDT or apaetal mmaientnanta. A too, it aaotgnod to a ship, aatimato tha •mount oi tima actumlty invotvod tn oparatlona 
aa oppoaao to larup, dry docJr/ng« ate.) 



6. Duty /'Cuma/aft ve> 



A, SHIP 



S. MOS« 



PS. mOS. 



S. MOS. 



highest OUTY PERFORMED 



GULF OF 
MEXICO 



TOTAL (SEA) 



a. MOBILE shore 



C FIXED SHORE 



TOTAL 



This amount should ogr»« with Total Lenadh of 
Service in Item 4 above. 



MO A A rORM SA'^S 



\ 



Figure 12 
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7. next assignment PREFERENCES: rRmqummt «r Imtmt TW'O OIFFEREST TYPES oi a»aiinm*nta, Reaeareh L^O., 
Claaa t Ship Hvdroirmphle Flald Perry; or Cfeea I Ship, Clara H Ship and Flight Training, It poaalbla, giva raaaona lor 
roar eholea streh aa long ranga caraar obfaetl^aa,) 

(t) 



( 2 } 
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OTHER tNFORMATlON OR REQUESTS 



3. GO VOU ^ISH GRADUATE OR SPECIALIZED "^RAININGt rit so, explain In datall. At whmt point In your career would 
thia be daa&aebla9j 



9. accomplishments during OR OUTSIDE REGULAR PROFESSIONAL DUTIES r^raln/ng, adueat Ion, awards, Ilcenaas, 
special duty, papers, ate,} 



10. COnSTRuC'^iVE suggestions for "^HE 9ETTERMENT OF NOAA AnQ THE CORPS AnO FOR ADDITIONAL 
comments on any OF above sec-ions. 



1 1. signature 


12, FORWARDED: 


NOAA 


DATE 


SUPERVISOR’S SIGNATURE 



NOAA ro«M 9«»23 



<niS.Co»mfanant Prim>n« OHiee: 197S - 665««1 /1102. Region No. 6 



Figure 12 
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5) After Assignments and Duties , put Accomplishments 
During or Outside Regular Professional Duties 
(presently Section 9) • Change instructions of this 
section to "Magnitude of input to command's opera- 
tions, training, education, ..." 

6) At bottom of front page put "Supervisor (concurs, 
does not concur) with officer self-assessment. If 
nonconcurrence , explain specific differences in 
Comments section of Form 

7 ) At the top of the back page place statement, "Com- 
pletion of these blocks required only for June 30 
and December 31 submission of reports." 

3) Following the above statement, place Duty (Cumula- 
tive) . 

9) Below Duty , place Next Assignment Preferences . 

10) At this point, insert Proposed Career Path below 
Next Assigrjnent Preferences . Instructions for this 
new heading follow. 

"Using your first assignment preference above 
as the initial step, indicate your preferred 
career path for your next three assignments." 

11) Below Proposed Career Path , place the statement, 
"Supervisor (concurs, does not concur) with proposed 
career path. If nonconcurrence , explain." 

12) Below the above statement, place "Do you wish gradu- 
ate or specialized training." 



1 O if 



13) Below the "block requesting graduate or specialized 
training, place supervisor recommendation of same 
similar to Block 14 of Form 56-6. "Supervisor rec- 
ommends full-time graduate training at this time. 
(Yes, No, No Opinion)." 

14) Retain Constructive Suggestions... as last block of 
Form 56-25. 

The changes recommended for Form 56-25 are related to 
the redesign of the form for easier use and the inclusion 
of specific items designed to generate greater interaction 
between subordinates and superiors in the realm of perform- 
ance, short-term career objectives, and long-term career 
plans. The major points recommended ares 

a) Establishment of a section for agreed upon or 
assigned performance objectives. 

b) Use of a measure of self-assessment which is to 
be utilized as part of the Fitness Report System. 

c) Concurrence or non-concurrence with self-assess- 
ment by supervisor (ensures veracity of self-assess- 
ment) . 

d) Redesign of form to reflect self-assessment and per- 
formance objectives on front page, while career de- 
velopment and counselling aspects are on the back 
page . 

e) Inclusion of a Proposed Career Path section which is 
designed to generate thought and discussion between 
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superior and subordinate as regards a logical career 
progression for the individual officer. This section 
could also help the Officer Assignment Board make 
better match-ups between individual and service needs 
if the individual's desired career path is known. 

D. MODIFICATION OF NOAA DIRECTIVES AND INSTRUCTIONS 

NOAA Directives and Instructions concerned with the NOAA 
Corps Fitness Report System, assignment, promotion, and sep- 
aration are found in Chapter 5° > NOAA Corps Regulations , and 
on NOAA Forms ^S-6 and 5°-25* Specific regulations affecting 
or touching upon the above items ares 

NDM 56-6 - Commissioned Off icers-Fitness Reports for 
Commissioned Officers 1/14/72. 

NDM 56-40- Commissioned Officers - General 8/13/71. 

NDM 56-44- Commissioned Officers - Authority and Prece- 
dence 7 / 27 / 76 . 

NDM 56-45- Commissioned Officers - Assignments 8/8/77. 

NDM 56-46- Commissioned Officers - Promotion I2/30/77. 

NDM 56 - 47 - Commissioned Officers - Nondisability Re- 
tirement 10 / 21 / 75 . 

NDM 56-59 Commissioned Officers - Involuntary Nondis- 
ability Discharge 7/28/76. 

As mentioned in Chapter V , the tear sheet attached to NOAA 
Form 56-6 has several instructions printed on the tear sheet 
(see Appendix D for affected regulations). 

It is not the intent of the writer to rewrite the above 
regulations and instructions. The recommendations to follow 
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are presented as philosophical guidelines for the appropri- 
ate NOAA legal office to follow if the revision of any reg- 
ulation presently in effect is deemed desirable. 

Changes to Instructions for Form 56-6 tear sheet follow. 
Only major items will be addressed (see Appendix D). 

1 . Rewrite contents of Item 8 to reflect 

a) Grade values of 10 or 9 for "Outstanding,” 8 or 
7 for "Exceeds Job Standards," 6 or 5 for "Meets 
Job Standards," 4 or 3 for "Below Job Standards" 
and 2 or 1 for "Poor." 

b) Delete the required distribution of grades for 
all NOAA officers (it is to be noted that this 
distribution of all officers is inconsistent with 
the requirement on the form to rate an officer in 
comparison to others of equal grade and length of 
service) . 

c) Addition of a section giving total score guide- 
lines such as "It is recognized that the average 
NOAA Corps officer will exceed the requirements of 
his job in many of the performance factors. As 
such, the following total score guidelines are to 
be followed: 

83 and above indicates an officer who has po- 
tential for accelerated promotion; 68-82 indi- 
cates an officer who is ready for promotion 
with peers: 6O-68 indicates an officer who, 
although functioning adequately in present 
assignment, requires additional work to 



128 






■•■■#» «a>.. 










develop himself for promotion and addition- 
al responsibility; 59 and below is indica- 
tive of an officer who is " just getting by" 
or possesses professional or personal de- 
ficiencies that could lead to separation." 

2. Under Section 15(b), delete term "Reporting Officer" 
and add "Reviewing Officer." The duties of a re- 
viewing officer will follow in the discussion of 
NDM 56-6. 

3 . Under Retention of Copies , add the statement 

"A copy of the completed fitness report will 
be provided to the rated officer for his reten- 
tion at least one day prior to the evaluation 
discussion. " 

It is to be recognized that if modifications to the 
form are followed as previously recommended. Items 1 thru 
15 will have to be modified in toto to reflect the new 



format . 

Recommended changes to NOAA Corps Regulations will be 
discussed by appropriate Directive Number. 

1. NDM 5°~o Fitness Reports for Commissioned Officers 

a) Revise "1. Purpose," to include "...preparation 

and submission of Fitness Reports for Com- 
missioned Officers, NOAA Form 5^-6, and 
Service Report, NOAA Form 56-25* " 

b) Revise 2d to reflect the uses of the appraisal 

system. Recommended format follows: 

"As the primary purposes of the NOAA Corps 
appraisal system are to provide performance 
and career counselling to individual officers, 
stimulate communication between superiors 
and subordinates, and provide a comprehensive 
evaluation of past performance as the basis 
for selecting officers for assignment, promotion 
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and separation, it is mandatory that the 
utmost care be exercised in completing both 
NOAA Form and NOAA Form 5 ^- 2 . 5 > When a 

complete ..." 

c) Provide the following introduction to "3. 

Procedures . " 

"The NOAA Corps adheres to the principles of 
Management-by-Ob jectives (MBO) and utilizes 
a dual purpose appraisal system to aid in 
the implementation of the MBO system. This 
dual purpose appraisal system is designed 
to attend to the developmental needs of the 
individual officer and to attend to the 
evaluative needs of the individual officer 
and the NOAA Corps as a whole. The primary 
developmental tool of the NOAA Corps appraisal 
system is Service Report, NOAA Form 56-25. 

The primary evaluative tool of the NOAA Corps 
is Fitness Report for Commissioned Officers, 
NOAA Form 56-6. Administration of the NOAA 
Corps System Follows. 

1 . Within two weeks following the beginning 
of an appraisal period, the supervisor 
and subordinate officer are to confer 
concerning the establishment of attain- 
able performance objectives for the new 
appraisal period. These objectives will 
be arrived at by mutual agreement be- 
tween the supervisor and subordinate 
in the case of officers in relatively un- 
structured assignments. In the case of 
officers in structured assignments, the 
supervisor will inform the subordinate 
of what objectives are to be attained 
during the next reporting period (Work 
Standards). In all cases, officers who 
are performing marginally in relation to 
job standards will be assigned ob- 
jectives by the supervisor. 

These objectives are to be written on 
Form 56-25 and used for reference midway 
through the rating period and at the end 
of the appraisal period. 
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Midway through the appraisal period, 
supervisor and subordinate are to con- 
fer on the status of attainment of ob- 
jectives and the overall performance 
of the subordinate. The next assign- 
ment preference and proposed career 
path of the subordinate will also be 
discussed at this conference. 

■ 3 * One month prior to the end of an ap- 
praisal period, rated officer will pro- 
vide rating officer with completed 
Service Report, Form 5 ^- 25 * Page one 
will be completed for all rating periods. 
Page two will be completed for all 
June 30 and December 31 submissions of 
NOAA Form 56-23. 

4 . Based on personal observation of rated 
officer and reference to "Accomplish- 
ments" as enumerated on Form 56 - 25 . the 
rating officer will complete Form 56-6 
and provide the rated officer with a 
copy of this completed form at least 

one day prior to a discussion of Forms 56-6 
and 56-25. Where at all practicable, 
the rating officer will consult with 
other top members of a command in 
arriving at the final evaluation on 
Form 56-6 . 

5. A conference will be held between the 
rated officer and his/her supervisor 
prior to forwarding Forms 56-6 and 56-25 
on to the Reviewing Officer. This con- 
ference will focus on the performance 

of the officer during the just completed 
appraisal period and will also serve 
as a vehicle for discussing the subor- 
dinate's next assignment preferences 
and proposed career path as found on 
Form 56-25. 

d) Modify 3 a "to reflect the institution of a re- 
viewing officer within the appraisal system. 
Recommended format follows. 

"...it will then be referred to a reviewing 
officer, who in most cases will be the next 
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supervisory level above the rating officer. 

In cases involving more or less independent 
activities, it shall be the responsibility 
of NCI to designate a reviewing officer for 
that activity. The responsibility of the 
reviewing officer is to assure that total 
score guidelines are being adhered to by 
rating officers under his/her jurisdiction 
and that "Outstanding," "Below Job Standards," 
and "Poor" marks are adequately documented. 

As in most cases the reviewing officer will 
also be evaluating the rating officers re- 
porting to him/her, the reviewing officer 
will use each rating' off icer' s reports as’-a 
measure of that officer's judgment, communi- 
cation skills, leadership, and human relations. 

e) Modify 3^ reflect that a copy of an officer's 
Fitness Report (Form 5^-6) should be given to 
him/her for retention in his/her own records 

at least one day prior to the end-of-appraisal- 
period discussion. 

f) Sections 3c and 3<i are concerned with the re- 

buttal process. As written, they adequately 
define the rebuttal process. However, it is 
apparent from responses to the Fitness Report 
^uestiorjtaire that a rebuttal is perceived in 
one of two '/rays: a) having no effect with the 

Officer Personnel Board; or b) further incrim- 
inating to the officer writing the rebuttal. If 
properly used, the recommended use of self-assess- 
ment on Form 56~25, could help alleviate this 
problem. If the use of Form 5^-25 as envisioned 
by the writer is not adopted, (which would allow 
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the rated officer to present his viewpoint as 
standard procedure) it is recommended that NOAA 
Corps Headquarters study the rebuttal problem 
further and issue a major policy statement in the 
near future expanding on the 1 October 197^ NOAA 
Corns Bulletin article concerning grievance and 
rebuttal procedures (Appendix C). 
g) As subordinate rating of superiors received 

slightly more than 50 percent agreement or strong 
agreement on the NOAA Corps Fitness Report Ques- 
tionnaire, it is recommended that a statement to 
the following effect be included in NDM ^ 6 - 6 . 

"Although not mandatory, it is recommended that 
NOAA Corps commanding officers actively seek 
the opinion of their subordinates as regards 
their leadership style, communication skills, 
and efforts to develop subordinate profes- 
sional potential. Because of the hierarchical 
structure of the NOAA Corps, it is probable 
that valid information will be forthcoming only 
if each commanding officer requests this in- 
formation on an anonymous basis from his sub- 
ordinates. It is hoped that such a voluntary 
program will enhance the overall effectiveness 
of each commanding officer." 

2. NDM As regards Section lg(l) . Modify present 

Officer Personnel Board policy as follows. 

Review all Fitness Reports and Service Reports 
(NOAA Forms and 5^-25) on a yearly basis. This 

annual review will employ management-by- exception 
and flag only poor performers for action by the 
Officer Personnel Board. To accomplish this requires 
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merely an inspection of the Recommended Action by 
Officer Personnel Board block and an inspection of 
the total score. If no recommendations for either 
separation or drops in lineal number are recorded, 
and if all point scores are over 6o , the OPB is 
finished for that year. 

Every two years inspect all Fitness Reports and 
Service Reports of 0-2 's and 0-1 's in depth. Ad- 
just lineal list and separate poor performers in 
these grades on a two year basis. 

Every four years the OPB should study the Fit- 
ness Reports and Service Reports of all officers 
(every second bi-annual review of 0-2' s and 0-1 's 
to be held concurrently with the four year review 
of 0-3' s and above). At this review the OPB will 
look only at records of the past four years. In- 
formation over four years old (both complimentary 
and detrimental to the rated officer) is of little 
value in determining an officer's present potential 
for advanced lineal standing or, conversely, for 
adverse action. 

The above proposed OPB review schedule has nu- 
merous advantages if used in conjunction with the 
recommended changes to forms and procedures. These 
includes 1) increased validity of Officer Personnel 
Board decisions as decisions will be based on at 
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least four appraisals by in most cases two or more 
appraisers? 2) a reduction of time spent by OPB 
in adjusting lineal list and separating non- 
performers; 3) recent sustained high or low perform- 
ance will be the basis for personnel action; and 
4) by starting review cycle over every four years 
will provide incentive for improvement to low or 
medium performers as the beginning of each four year 
cycle essentially wipes the slate clean. In addition, 
by establishing both point guidelines for raters to 
follow and a block for Recommended Officer Personnel 
Board Action , the identification of rating officers 
who have abused the system (numerous recommendations 
given for advanced lineal standing or numerous point 
scores over 82 given during a four year period) 
should be relatively easy. 

3) NDM As regards 4d(3) add the statement 

following ” . . .ATTN; NCI." 

'It is of the utmost importance that the super- 
visor review and discuss both the assignment 
preferences and proposed career path with the 
submitting officer.” 

4) NDM Ihe NOAA Corps Fitness Report Question- 

naire indicated an 83 ^ agreement or strong agreement 
with the concept of separating poor or marginal per- 
formers in the grades of 0-4 and 0-5 with severance 
pay. Present regulations dictate under 5^— ^7~3b 
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and 3c that an officer fitting the above description 
be involuntarily retired. Because of accelerated 
promotion in the NOAA Corps as opposed to other 
services, the writer recommends that the NOAA Corps 
adopt a system whereby 0— 4's and 0-5' s falling into 
the category of officers presently involuntarily 
retired under 56-^7-3c, in the "Best Interest of the 
Service," with the exception of those being released 
by reason of program contraction or NOAA Corps numbers 
limitations, be separated with severance pay. This 
is not to be regarded as an erosion of benefits, but 
instead a measure to protect both the interests of 
the United States Government and assure that the 
NOAA Corps maintain its vitality as a professional 
organization . 

Changing present policy will not affect the vast 
majority of NOAA Corps officers who are imbued with 
high professional standards. However, it will put 
additional teeth into the Fitness Report System and 
make it less palatable for the shirkers and sluggards 
to actively pursue their natural inclinations. 

5) NDM-56-59* To be consistent with the recommendation 

above, include the grades of lieutenant commander and 
commander among those grades under lc(l) and (2), which 
can be separated with severance pay. 
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As regards lump-sum payment of severance pay 
under 5^-59—^. the writer recommends establishing 
a payment ceiling of $ 15 • 000 in lieu of "not to ex- 
ceed a total of two years' basic pay." This would 
bring us into line with the other services. 

The major recommendations for change to NOAA Directives 
and Instructions as listed above include; 

1) The adoption of MBO as NOAA Corps policy. 

2) Dispensing with the performance distribution in- 
cluded in Instructions of Form 5 ^- 6 , and adopt 
total score guidelines. 

3) Establishment of a timetable for administration 
of the proposed system. 

4) Designation of reviewing officers to maintain the 
integrity of the system. 

5) Establishment of four year OPB review cycles for 
0-3 and above and two year review cycles for 0-2 
and 0-1. 

6) Requiring an expansion of the role played by the 
supervisor in the formulation of career goals and 
plans for subordinate officers. 

7) Putting more teeth into the present Fitness Report 
System by adopting a policy of separation with sev- 
erance pay (in lieu of involuntary retirement) for 
poor performers in the grades of 0-4 and 0-5. 
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SUMMARY 



The preceding recommendations for improvement of the NOAA 
Corps Fitness Report System have been formulated after care- 
ful consideration of industry appraisal practice, present 
uniformed services appraisal practice, and the collective 
response to the NOAA Corps Fitness Report System Questionnaire. 
The recommendations are designed to enable the NOAA Corps 
Command to implement better present personnel policy. These 
recommendations are primarily concerned with improvement of 
communication between supervisor and subordinate and the im- 
provement of internal controls of the NOAA Corps Fitness Re- 
port System to assure that it remains a viable legally de- 
fensible appraisal system. 

Communication between subordinate and superior could be 
enhanced if the NOAA Corps adopts Management-by-Ob jectives 
and/or Work Standards as applicable in a given situation. The 
use of self-assessment , as outlined in this thesis, could im- 
prove both superior - subordinate communication and allow a 
subordinate to communicate his/her view of his/her accom- 
plishments to the Officer Personnel Board. This last feature 
could be both an overall morale improver and a means of elim- 
inating the need for a rebuttal system in all but extreme 
cases. The requirement for three performance and/or career 
counselling discussions during an appraisal period will as- 
sure that a subordinate receives adequate feedback during an 
appraisal period and not be the recipient of any unpleasant 
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surprises at the end of the appraisal period. 

Controls suggested to assure that the integrity of the 
NOAA Corps Fitness Report System is maintained include: 



1. Total score guidelines 

2. A requirement to recommend specific action by the 
Officer Personnel Board. 

3 . Written justification of all extreme marks recorded 
on the Graphic Rating Scale. 

4. As opposed to present "shotgun" approach to written 
comments, a requirement to comment on specific be- 
havioral aspects of subordinate. 

5 . Superior agreement or disagreement with subordinate 
self-appraisal to be noted. 

6. A reviewing officer whose duties include monitoring 

of rater adherence to total score guidelines and assur- 
ing that rater maintains impartial attitude. 

7- Revision of timetable for indepth Officer Personnel 
Board review of appraisal records. 

8. A strengthened separation policy for nonperforming 
0-4's and 0-5's. 



Recommendations for changes to affected forms and reg- 
ulations are designed to help implement the communication 
and control measures described above. 

If the system described in this thesis is adopted, it 
will require the full support of the NOAA Corps Command to 
implement properly. With careful monitoring of the system 
by reviewing officers and constructive feedback as regards 
the operation of the system from the NOAA Corps Command, 
such an appraisal system could lead to a better prepared, 
better informed, and more professional NOAA Corps. 
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(2) rhc soiinJnc^s .iiivl et tct 1 1 vcncs^ ot his/her work nicciioJs. Consitlcr only leant 

tactoi''* rcl.itcJ to how hc/>he accoiup 1 1 bhes his/her job. Examples: plaunini;, organizing, Jele- 

gating, decision making, »oiking with others, etc. 

(5) Significant personal qualities which have a bearing on his/her professional performance. 

(4) Effectiveness in expressing h imsc I f/herse If clearly, forcefully, and convincingly, 
both orally and in writing, 

(5) Ability to perfona effectively in a higher level position. Consider past professional 
performance, demonstrated executive and general management skills, knowledge of his/her profession 
and the environmental factors affecting performance in a higher level position, and his/her under- 
standing of the role of the Mavy. 

(6) Capacity to continue professional dcvelO|>ment and to continue growing in his/her 
ability to assume increasingly responsible, ditficult and important assignments. Is he/she con^ 
tinuing to expand his/her professional abilities, or is he/she showing signs of leveling off? 

(7) Any subspecia 1 t i es in which he/she is qualified. Indicate degree of confidence 
regarding opinions expressed by the officer in the area of his/her subspccialty . 

i. Comments should be made upon economy displayed by the effective use of manpower and 
natcrial. The Secretary of the Navy has directed that reporting seniors comment favorably or 
adversely, when appropriate, regarding the efforts of the subordinates in reducing paperwork. 

). The retention, reenlistment and, for inactive Reserve officers, recruitment of quality 
personnel are vital factors in the continued nigii level of performance of our Navy and, accordingly, 
should be a matter of major concern to each and every otficer. Reporting seniors should comment, 
when applicable, regarding an officer's efforts and effectiveness in this most important area. 

k. khen applicable, specific comment should be made on the officer's attention to, and use 
of, good material maintenance procedures and engineering practices. 



1. Provide as complete and comprehensive an evaluation as feasible for Naval Reserve officers 
performing active duty fur training. Active duty for training represents the only real opportunity 
for the reserve officer to be observed .nnd evaluated as an integral part of the regular component 
when specific tasks are assigned, an adequate evaluation can be made. When no specific tasks are 
assigned, for instance at seminars, conferences, or schools, cuminencs should be made regarding such 
factors as military bearing and courtesy, degree of participation, and interest displayed. 

Singular comments such as 'period too short to permit evaluation", "not observed", or "no duty 
performed student" must be avoided. 



a. Officers possessing graduate education who share their knowledge are performing a valuable 
service to the Navy. Those officers who are successful in multiplying the benefits of their educa- 
tion in this manner should be recognized by appropriate entries in their fitness reports. 



n. Comments mubt be made on officers -ho Jo not meet the prescribed weight standards. 
Officers who fail to comply with Navy weight stand.irJb are not fullfilling their roles is Naval 
leaders. Excess body -eight is a serious detriment to health, lungevity, stamina .md iiiliiary 
appearance. Overweight conditions often place constraints on an otficer's ass i gnab i 1 i tv . 
Reporting Seniors must accurately report these adverse physical conditions on their otticers. 
Accordingly, officers -ho are in excess uf -eight standards will be graded UNSATISIACIORY in 
"Military Bearing" if they ore not achieving sat i sf.ictory progress toward meeting cs t .ib I i slieJ 
Standards. Because an overweight condition can have a wide range negative effect in such 
a key area as leadership, as -oil as tlie previously mentioned areas, Reporting Seniors stioulJ 
also cunsidcr lowering the grade assigned tu "Mission Contribution Evaluation." Cummerus in 
the narrative section, tor ofticers -ho arc i ii excess of weight st.iiidards, will include the 
otficers height and -eight, how the condition adversely affects his performance, actions taken 
by the command, and the individual's progress toward ittaining prescribed goal.s. Officers who 
have been certified by medical authorities as being .icceptablc due to unusual body structure 
anJ/ur musculature, arc exempt from this requirement. 



(K 



o. Comments regarding contributions to public and cummiinity relations should be tiicluded 
where applicable. while an officer's stature in the civil cummuiuty is often recognition of his/ 
her leadership ability, comments in this regard should be restricted tu those v.oiit r i hut i iins which 
tend to increase his/her worth and potential as a ii.ival officer or generally reflect credit upon 
the N.ivy. 
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&. Wh«n the next senior up the chain of co<miand completes a report in lieu of the nominal 
reporting senior, the notation “HSIC** be made after last name and initials, If space permits. 

Otherwise omu Initials and enter after last name in block 23, to indicate "next senior In command" 

In accordance *<1th sections 1-7 or 1-3 of this instruction. 

5-7 Section 28 . Refer to the Instructions for this section as outlined In the Appraisal Worksheet. 
When transcribing information to the OCR copy, abbreviation of primary duty Is required. See 
enclosure (2). 

5-3 Sections 29, 30. 31, 32, 33 and 34 . Utilizing the Appraisal Worksheet, evaluate the individual 
officer's performance In blocks 29 through 34, (The sub-items for blocks 29 through 34 are 
designed to assist the reporting senior in arriving at a valid, overall grade for each specific 
aspect of performance. ) Review the transcription code tables provided and record the assigned 
alphabetical grade in the "OCR CODE LETTER" block provided on the Appraisal Worksheet. Other 
guidance Is contained for "Specific Aspects of Performance" on the Appraisal Worksheet. 

5-9 Section 35 . Utilizing the Appraisal Worksheet, evaluate the Individual officer's performance. 
Many officers, by virtue of billet assignment or conmand composition, are not afforded an oppor- 
tunity to demonstrate active supoort of the Savy's Equal Opportunity Program. Officers who are so 
constrained snould not be assigned an arbitrary grade based on their projected performance In 
this area, nor one tnat derives from the fact that no action In the area of equal opportunity 
performance has been ooserved. nhen there has existed little or no opportunity to observe or 
Pleasure an officer's performance or eff ecti veness In eoual opportunity pursuit and simultaneously 
no requirement for a dedicated effort In this area is apparent as a result of billet assignment. 

It Is expected that the officer's eoual opportunity performance mark will be an "N" for not 
observed. Conversely, ^nere an officer has been assignee responsibility for a subordinate popu- 
lation *<h1ch Includes individuals of a olfferent sex, racial or ethnic origin, an evaluation of 
the officer's equal opportunity performance must be recorded and supported by cofiment , in ac- 
cordance with section 4-U, paragrapn (b). Co<nnanding officers, executive officers, department 
heads, division officers, oranen heads, and formal classroom Instructors are examples of those 
billets which will normally require an equal ooportunity observation other than "not observed." 

In determining the mark, the pursuit of measures to detect and overcome discrimination in all 
its forms, and Initiatives taken to Increase their own and their subordinates' racial awareness, 
must be considered. 

5-10 Sections 36 and 37 . Utilizing the transcript Ion code table above sectio. 29 of the Appraisal 
Worksheet, record tne assigned alpnabetlcal grade In the "OCR CODE LETTER" block provided on the 
Appraisal Worksheet. 

5-U Sections 38, 39 and 4Q . Instructions for comoletlon of these sections are contained in the 
"Warfare Specialty Skills" section of the Appraisal worksheet. 

a. The mark In Seamanship, section 38. should reflect the degree of attainment of proficiency 
In all aspects of ship-handling ano seamanship. 

b. The mark In Airmanship relates to the officer's overall ability as an airman In the actual 
control of an aircraft or as an air crew member and nis/her leadership and judgment In the tactical/ 
operational employment of aircraft and weapon systems. In determlng the mark for aviation officers, 
cansider and comment (in section 38) on the following factors; 

(1) Personal flying skill and motivation with emohasis on day and night/inclement weather 
(carrier, patrol, miscellaneous) operations and weapons employment, as appllcaole. 

(2) Ability as a flight leader/plane commander wnen having served as such. 

(3) Knowledge of aircraft and the operational employment. 

(4) Overall aeronautical knowledge. 

c. A mark In Watch Standing should be assigned only if the officer is detailed to and actually 
performs specific duties or watenes outside his/her normally assigned duties, I.e., as 000, JOOO, 
BUMEO Duty Officer, etc. See section 4-llb. of this Instruction for cemments required wnen qualified 
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&. When the next senior up the chain of ccmnand completes a report in lieu of the nominal 
reporting senior, the notation “NSIC** will be made after last name and initials. If space permits. 
Otherwise omit initials and enter after last name in block 23. to indicate “next senior in command" 
in accordance with sections 1-7 or 1-8 of this instruction. 

5-7 Section 29 . Sefer to the Instructions for this section as outlined In the Appraisal Worksheet. 
When transcribing Information to the OCR copy, abbreviation of primary duty is required. See 
enclosure (2). 

5-8 Sections 29, 30, 31. 32, 33 and 3A . Utilizing the Appraisal Worksheet, evaluate the Individual 
officer's performance in blocks 29 through 34. (The sub- items for blocks 29 through 34 are 
designed to assist the reporting senior In arriving at a valid, overall grade for each specific 
aspect of performance. ) Review the transcription code tables provided and record the assigned 
alphabetical grade in the "OCR CODE LETTER" block provided on the Appraisal Worksheet. Other 
guidance is contained for "Specific Aspects of Performance" on the Appraisal Worksheet. 

5-9 Section 3S . Utilizing the Appraisal Worksheet, evaluate the Individual officer's performance. 
Many officers, by virtue of billet assignment or comnand composition, are not afforded an oppor- 
tunity to demonstrate active support of the Navy's Eaual Ooportunity Program. Officers who are so 
constrained should not be assigned an aroltrary grade based on their projected performance In 
this area, nor one that derives from the fact that no action In the area of equal opportunity 
performance has been observed, when t.here has existed little or no opportunity to observe or 
measure an officer's performance or eff ecti veness In equal ooportunity pursuit and simultaneously 
no requirement for a dedicated effort In this area Is apparent as a result of billet assignment. 

It Is expected that the officer's equal opportunity performance mark will be an "N“ for not 
observed. Conversely, .^nere an officer nas been assigned responsibility for a subordinate popu- 
lation whicn includes Individuals of a different sex, racial or ethnic origin, an evaluation of 
the officer’s equal opportunity performance must be recorded and supported by cofiment, In ac- 
cordance with section 4-11, oaragrapn (b). Commanding officers, executive officers, department 
heads, division officers, branen heads, and formal classroom instructors are examples of those 
billets which will normally require an equal opportunity observation other than “not observed." 

In determining the mark, the pursuit of measures to detect and overcome discrimination 1n all 
Its forms, and Initiatives taxen to Increase their own and their subordinates' racial awareness, 
must be considered. 

5-10 Sections 26 and 37 . Utilizing the transcription code table above section 29 of the Appraisal 
Worksheet, rec^d tne assigned alphabetical grade In the "CCR CODE LETTER" block provided on the 
Appraisal Worksheet. 

5-11 Sections 33, 39 and -IQ . Instructions for completion of these sections are contained In the 
“Warfare Specialty SkUis' section of the Appraisal Worksheet. 

a. The mark in Seamanship, section 38. should reflect the degree of attainment of proficiency 
In all aspects of shi p-handl ing and seamansnip. 

b. The mark In Airmansnlp relates to the officer's overall ability as an airman in the actual 
control of an aircraft or as in air crew memoer ana his/her leadersnip and Judgnent in the tactical/ 
operational emoloyment of aircraft and weapon systems. In determing the mark for aviation officers, 
consider and comment (in section 38) on the following factors: 

(1) Personal flying skill and motivation with emphasis cn day and nigh t/ Inc 1 ement weather 
(carrier, patrol, miscellaneous) operations and weapons emoloyment, as apollcable. 

(2) Ability as a fllgnt leader/plane conmander when having served as such. 

(3) knowledge of aircraft and the operational employment. 

( 4 ) Overall aeronautical knowledge. 

c. A mark in Waten Standing should be assigned only If the officer Is detailed to and actually 
performs specific duties or watches outside his/her normally assigned duties. I.e., as OOD. JOOO, 
8UME0 Duty Officer, etc. See section 4-llb. of this Instruction for canments required wnen qualified 
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Section b 

Report Pevc lopmcnt CaiUattce tor the Reporting Setuor 

6-1 General Oi^cuaaion . Frequently reporting seniors, particularly officers in charge of small 
units or cofuaaniJing officers of small ships, must Jraw upon what they have seen reflected in 
their own fitness reports or, in the more fortunate cases, those rough worksheets they have 
assisted in the preparation of as the basis for their background in fitness report development. 
This background, even when supplemented by thorough study of the fitness report instruction and 
the use of folklore solicited from more experienced seniors, may result in less than adequate 
performance evaluations. In recognition of this shortcoming in guidance previously provided 
for the development of these most important documents, this section has been included. 



6-2 Preliminary Preparat ion . Considering the preparation of fitness reports, a logical first 
question is: "When should I begin?" All too often, as evidenced by reports of lengthy periods 
speaking only to incidents of the recent past, the answer is "On the report -due date or shortly 
thereafter." Tlie proper answer to this question is; "As soon as you report for duty as reporting 
senior or as soon as an officer reports to you as his/her reporting senior." You might ask: "How 
do I prepare for fitness reports so far in advance - a year in some instances?" Ihere are a number 
of valid approaches; however, the one discussed below will certainly result in adequate fitness 
reports. 



a. Newly reported officers should be initially counseled on the mission of the command, the 
officer's specific role in the accomplishment of this mission and areas under his/her cognizance 
which require improvement. Situations or requirements which are peculiar to the coaunaad , of which 
the officer may not be aware, should be thoroughly discussed and clarified, as should any specific 
expectations of the reporting senior. 

b. Because the furtherance of equal opportunity throughout the Navy is of such vital 
importance, a discussion of goals and potential problem areas snould be discussed with the 
officer. Some possible topics for discussion and specific performance factors which may 
influence the reporting senior's evaluation of the officer in Equal Opportunity are: 

(1) Grade levels of minority personnel assigned. 

(2) Steps taken to ensure upward mobility of all personnel assigned, with emphasis on 
minority personnel. 

(3) Steps taken to ensure his/her comnitment to full equal opportunity is understood 
throughout his/her area of responsibi li ty . 

(4) Steps taken to ensure equal opportunity commitment is actively supported by all 
assigned personnel, with emphasis on personnel assigned to key positions. 

(5) Racial awareness training and education. 

f6) Behavior of officer in relation to stated beliefs in equal opportunity. 

(7) Steps taken to halt racial slurs or other verbal denigration. 

(8) Effective counseling of assigned personnel. Counseling to majority and minority 
alike aust reflect the Navy's cotQmit.Tient to equal opportunity in such areas as promotion, job 
assignment, services, and housing. 

(9) Follow-u^ on minority problems or grievances. 

c. Establish a file with a separate folder for each officer for whom you are the reporting 
senior -- regular or concurrent. 

d. During the course of normal routine, accumulate in these folders copies of letters, 
messages, as well as notes, on any matter pertinent to the performance or qualifications of each 
officer. 
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trivial, imperfections is not desirable and serves no useful purpose. Remarks 
attesting to tbe "lack of experience" of a Marine in a new ]ob, for example, 
can be omitted from section C because inexperience in a new job is only to be 
expected; on the other hand, very rapid adjustment to a new job would be an 
appropriate comment. 

7. Although their use is not encouraged, supplementary pages may be attached 
if comments in section C must, of necessity, be lengthy. In those few cases 
where supplemental pages must be used, they should identify the name, grade and 
social security number of the Marine being reported on, and the period and 
occasion of the report. Attach by staple to the space provided on the fitness 
report form. 



3006 



COUNSELING 



1. Counseling is an essential element in the performance evaluation system; 
equal in importance to performance appraisal. Each Marine must be made aware 
of duties assigned, the standards of performance expected, how performance is 
judged, relative standing among peers, and the opportunities that exist for 
career development. 

2. It IS the responsibility of the reporting senior to ensure that each Marine 
clearly understands -nat standards of performance are expected and how well rhe 
individual is (or is not) performing. Mere statements such as "You are doing a 
good joo - keep it up" are not good counseling or good leadership. 

3. Counseling must be a continuous process. It should commence when a Marine 
first joins a unit, should continue at frequent intervals during the Marine's 
tour of duty, and terminate upon detacnment. Since the initial counseling 
session is largely policy oriented (outlining expected standards and indicating 
how the reporting senior judges performance) it could be condi* ted at a group 
welcome aooard meeting, aitnough a personal session is more desirable. Sub- 
sequent counseling sessions, however, must oe on an individual basis and must 
be conducted at all levels and for all grades. Counseling may occur at any 
time and as often as it is needed; it cannot be reduced to a scheduled basis, 
but should take place on any occasion wnich is suitaole. One such occasion is 
t.he preparation of a Marine's fitness report; Marines expect and are entitled 

to an individual counseling session at these ti.mes. Fit.ness reports will not be 
shown to the Marine being counseled, however, except as discussed in paragraph 
4003. 

4. In order to be effective, counseling must be positive and clear. Generalities 
and quick references to lofty principles, e.g., "Your overall performance seems 
o.k., but you need to work a bit harder on your esprit," do not counsel or guide. 
Positive counseling can be performed in a numOer of ways, but should include four 
definite steps: 

(1) Review with the Marine, individual performance to date. 

(2) Evaluate this performance. 

(3) Jointly establish a definite target(s) (i.e., a plan requiring the 
Marine's efforts) for maintenance or improvement of performance levels. 

(4) Establish a coaching plan (i.e., a plan requiring the reporting 
senior's pa r t ic ipa t ion) to guide ihe Marine toward the target(s) established 
in step (3) . 

5 . Discussion of Counseling Steps 

a • Reviewing the Marine's performance 

(1) This step should consist of briefly describing to the Marine those 
performance of outy hignlights which occurred since the last counseling session. 
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as they ace recalled ay the reporting senior. This description is most effective 
if organised chronologically for effect, beginning witn the first significant 
highlight, e.g,, "at the beginning of the period, your squadron conducted 
carrier qualifications with a 100 percent record of success, “ and Leading up to 
the last, e.g., “last week, your squad finished third in the battalion drill 
competi tion. *• 

(2) Svexi if a reporting senior has not personally observed a Marine's 
performance of duty, performance highlights must still be reviewed with the Marine. 
The individual must be advised, however, tnac such highlights are not oased on 
personal observation. The source of tne reporting senior’s >cnowledge of the 
Marine's performance should be mentioned, e.g., based on recommended fitness 

report aar»cings from the range officer,...* 

b. Evaluation of the Marine's Performance 

(1) During this phase of the counseling session, the reporting senior 
places t.te Marine's performance highlights into a meaningful perspective oy com- 
paring them against Marine Corps and organizational s tanda rds ' and policies. 
Essentially, this is the same process wnich the reporting senior employed in 
preparing the .Marine's fitness report. 

(2) Career opg>or tun i ties snould be another topic of discussion in this 
session. As a minimum, the reporting senior should review tne duty preferences 
which were indicated on the Marine's latest fitness report, and discuss the 
reporting senior's recommendation. The rationale for the recommendation must oe 
explained, and the Marine snould be encouraged to refer to appropriate career 
planning orders and bulletins for career pattern guidance prior to submitting duty 
preferences. It is important tnat tne reporting senior dispel any false impres- 
sions regarding preferences of duty, such as, “...it Iooks good on your record,'* 
or, *...a good aviator always requests flight duty,” etc. 

c. Establishment of a Target 



(1) This part of the counseling process serves to map for the Marine 
the road to improved (or consistent) performance. Clearly attainable targets 
must be defined. These snould first be in areas of performance where tne Marine 
is below the Marine Corps or organizational standard. They should be expressed 
in such a way as to be oo]ective and easily measured. They cannot be too broad 
or include more t.han one step (at a time), or else the Marine will have 
difficulty in achieving them or even understanding how to achieve them. Some 
examples of performance targets that provide a clear level of required perform- 
ance, and a sense of accomplishment on completion, are compared with less 
aeaningful ones in figure 3-4, oelow. 



Examples of Target Definition 



Imorovement needed in 


' Clear 


[ WedK 


Regular duties 


Prepare first draft 


Tighten up your 




of an office SOP by 


office procedures. 




15 June. j 




Personal appearance 


Cet a regulation j 


Keep your hair more 




haircut at least 


closely trimmed. 




once evorv 10 fays. 1 


1 



Figure 3-4 . —Examples of Clear and weak Counseling Terms. 
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Training personnel 


Prepare a master 
list of all 3d 
quarter training 
requirements by 
10 December. 


Get a better grip 
on scheduling of 
training 


Adainistr a tive duties 


Prepare a carbon 
copy on yellow paper 
of each letter signed 
“By direction'* and 
send the copy to reach 
the ad3utant within 24 
hours of signing the 
or Iq inal . 


Let the commanding 
officer know what you 
sign "By direction." 


Physical Fitness Test 


I Co 40 situps in 2 

minutes bv 30 Aoril. 


Improve your PFT score. 





Figure 3-4. 


— Examples Of 




(2) If 


the need for 


sen 


10 r should s 


uggest target 


Mar 


me '3 hign 1 


evel of perco 


tha 


t discussed 


earl ler , out 


per 


foraance cna 


rac ter ist ics 


anc 


Consider 


ation snould 


in 


professional 


subjects, pa 


and 


other activ 


ities wnicn t 


att 


r ibutes . 





Clear and Weak Counseling Terms— Continued. 

improvement is not evident in any area, the reporting 
s wnich, wnen accomplished, will serve to maintain tne 
rmance. This guidance must be as clear and precise as 
snould be aimed at the enhancement of already sound 
rather tnan the acnievement or satisfactory perform- 
be given to off-duty education, correspondence study 
rticipation in a professional read ing/d iscuss ion group, 
end to expand, rather than develop, the Marine's 



d. £3 tabl ishreen t of a Coaching Plan'"' 



<1) To be ’jfective, counseling cannot end with the initial session. 
Coupling one of the <ey leadership steps, namely, supervision, with a sincere 
interest in the progress of eacn Marine toward clear targetls), produces a 
cardinal counseling rule: coacn each Marine to performance improvement/main- 

tenance. Without Che personal coaching of reporting seniors. Marines may make 
little or no progress or improvement. 

(2) Coaching must be positive and dynamic on the part of the reporting 
senior. It should consist of both scheduled and impromptu sessions and should 
be performed in a warm and sincere, but authoritative, manner. Several coaching 
sessions may be required before a Marine reaches a goal, but if coaching is done 
regularly, and if the goals are realistic, accomplishment will eventually occur. 
Improved performance as a result of counseling is almost guaranteed, but its 
success IS dependent on botn tne individual Marine and the reporting senior; the 
Marine can rarely do 1 1 oy himself/^.erseif . 

S. These four counseling steps can be accoraplisned informally, but should be 
conscientiously and carefully researched and planned. The use of counseling 
worksheets, notes, interview guides, and other aids is encouraged, and the 
documentation of counseling progress should serve as a strong indicator of a 
reporting senior's proficiency and skill as a counselor and leader. 

7. For additional requirements in the case of an adverse or marginal report, 
refer to section 4. 



3007 FOPWARDING REPORT TO REVIEWING OFFICER 

1. After completing all of tne previous steps, the reporting senior will sign 
item 23 of section 9, enter the date, and forward the report to the reviewing 
officer for action. Prior to forwarding the report, however, the reporting 
senior must either (1) certify that the Marine has been counseled, or (2) 
explain on an attached sheet why counseling was impossible. 

3-15 



V 
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DEPARTMENT OF TRANSPORTATION 

mailing address 

UNITED STATES COAST GUARD US COASTGUARD G” PO*“2/72 

WASHINGTON. D C 205i#0 
PHONE 202-426-0935 

1611 

1 3 SEP 1978 

Chief, Office of Personnel 
All Conunissioned Officers 

The Officer Fitness Reporting System 

1. Commandant Instruction 1611.7 was recently published 
to inform the officer corps of the present status of 
our fitness reporting system. It contains information 
which should be of vital importance to you since there 
is no one single item which has more impact upon your 
career as a Coast Guard officer than your fitness re- 
port. As part of my efforts to educate the officer 
corps concerning our fitness reporting system, I am 
providing you with a personal copy of this Instruction, 

Read it carefully. The time and effort will be well 
spent . 




From : 
To: 

Subj : 



2. Those of you who are preparing, reporting or re- 
viewing officers should devote utmost attention to 
your fitness report responsibilities. Only through 
your efforts can our fitness report system remain a 
viable tool for evaluating our officers. I would also 
encourage you to insure that your subordinates, es- 
pecially junior officers, develop a complete under- 
standing of the fitness report process. Your coop- 
eration in this very important matter is sincerely 
appreciated , 



Enel : 
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DEPARTMENT OF TRANSPORTATION 

MAILING ADDRESS 

UNITED STATES COAST GUARD U.S COAST GUARD(3— PO— 2/7 2 

WASHINGTON. D C. 20S80 

PHONE: 202-426-0935 
COMDTINST 1611. 7 

1 3 SEP 1978 

COMMANDANT INSTRUCTION 1611.7 

Subj ; Officer Fitness Reporting System 

1. PURPOSE . The purpose of this Instruction is to in- 
form the officer corps of the status of its fitness 
reporting system, to publish revised service norms 
for use when writing fitness reports, and to urge 
the support of all preparing, reporting, and re- 
viewing officers in reversing the alarming infla- 
tionary trend in fitness report marks. 

2 . BACKGROUND . 

a. The Coast Guard's present fitness report 
system commenced in 1965. It has been a suc- 
cessful one mainly because it was well received 
by most Coast Guard officers, and because the 
majority of reporting officers attempted to 
adhere to the system by objectively marking 
officers reported on, particularly during its 
early years. As a result, our system has ex- 
isted for nearly fourteen years without suf- 
fering the plight of other evaluation systems. 

For various reasons, performance data in each of 
these other systems became meaningless because 
of the accelerated inflation of marks. 

b. Our system is now in danger, however. In recent 
years many reporting officers have permitted 
their marking patterns to become considerably 
more lenient than the service standard. We 
have made an effort to encourage those reporting 
officers to compare their marking distributions 
with the standard in the hope that each reporting 
officer would strive to maintain all fitness re- 
ports at or near that standard, thereby ensuring 
some degree of equity in our fitness reporting 
system. The Reporting Officer Feed-back system 
(ROF) was part of this effort. 
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1 3 SEP 1978 

2. c. Unfortunately, the trend toward inflated marks 

has not only continued, but has recently accel- 
erated at an alarming rate. Enclosure (1) in^* 
dicates for each grade, ensign through captain, 
the actual distribution of fitness report marks 
of reports processed for the period 01FEB77 
through 16FEB78. This data is being provided 
for the information of all officers because of 
the seriousness of the situation now facing us. 

3. DISCUSSION . The causes of fitness report inflation 
are complex and to a large extent psychological— re- 
lated to the confidence the officer corps has in the 
system. The following, however, represent the chief 
causes of the inflationary pressure on the marks; 

a . Limited growth in the size of the officer corps , 
and very little voluntary attrition have combined 
to make our promotion process increasingly com- 
petitive . Within the pyramidal billet structure 
required by law, the Coast Guard's promotion 
system operates on an "up or out" basis, whereby 
time in grade until promotion and opportunity 
for selection are dependent upon growth of the 
billet structure, or attrition, or both. Our 
growth rate has slowed in the 1970 's from the 
rapid expansion of the 1960 's. Meanwhile changes 
in economic conditions over the same period have 
made a Coast Guard career increasingly attrac- 
tive for many officers thus reducing the rate of 
voluntary attrition. As a result, the promotion 
process for the officer corps has become more 
competitive (illustrated in enclosure (2) ) . 

This trend, taken with the fact that our present 
"best qualified" system of promotion forces 
out less competitive officers, means that an 
entirely competent officer who would have been 
promoted several years ago may be passed over 
today. Many officers, after seeing competent 
officers they have known being passed over, have 
incorrectly assumed these officers were passed 
over because they were "victims" of fitness 
report marks inflation. Thus the evaluation 
system is often blamed unjustly for the effects 
of the increasingly competitive system. 
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1 3 SEP 1973 



b . Evaluation systems tied to promotion and pay 
tend to create pressure on the evaluator to 
inflate subordinates' marks. Few of us enjoy 
the thought that we might be the cause of a 
subordinate's being passed over for promotion 
and forced out of the Service. 

(1) Many reporting officers have asked "What 

is an appropriate fitness report score that 
will ensure an officer will be promoted?" 

Whereas the concern of these officers is 
understandable, it is not the responsibility 
of the reporting officer to determine whether 
an officer should be promoted or passed 
over. The reporting officer's job is to 
evaluate the performance and personal qualities 
of his subordinates. In a "best qualified" 
promotion system like ours, it is the job of 
promotion boards to determine who shall be 
promoted by comparing each officer with his/ 
her peers on the basis of his/her total rec- 
ord which includes a number of factors in 
addition to fitness report scores. 

(2) Some reporting officers may feel they are 
doing their subordinates justice by inflating 
their marks in an attempt to ensure promotion. 

In reality these reporting officers are creating 
the opportunity for injustice to occur to other 
officers who are being marked by reporting of- 
ficers trying to adhere to the system. As the 
fitness report marks become more and more 
inflated, the distribution of marks grows nar- 
rower and narrower, and it becomes increasing! 
difficult for promotion boards to differentiat 
between officers. Thus the chance for error 
and inequity in the promotion system increases. 

c . A lack of information has contributed to sus - 
pTcion and mistrust in the officer corps in 
regard to the fitness reporting system . Al- 
though reporting officers must accept re- 
sponsibility for inflation of the fitness 
report marks, the Office of Personnel ac- 
knowledges its part in the problem as well. 

In recent years more and more reporting of- 
ficers began to doubt the fitness reporting 
system and the degree to which the Experienced 
Distribution of Marks printed on the fitness 
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3. c(cont'd) report forms reflected the actual distribution. 

The fact that competent officers have been passed 
over by recent promotion boards due to the in- 
creased competition has served to fuel the sus- 
picion about our fitness reporting system. This 
uncertainty has likely been a factor which has 
caused many reporting officers to assign higher 
marks to ensure their subordinates would not be 
hurt by a future promotion board. Possibly more 
timely information in addition to the ROF reports 
could have relieved some of these doubts. 

d . The overall competence and performance level of 
officers in general may be at a higher level than 
in the past . There is greater selectivity today, 
not only in selecting officers competing for pro- 
motion, but in choosing candidates to enter the 
Service. More officers are sent to specialized 
training, followed by assignment to specialized 
tours where they become essentially resident ex- 
perts in their field. Tour lengths are longer 
today, affording officers the opportunity to gain 
more competency in their jobs. All these factors 
may contribute to a rise in the level of officer 
competency and performance (reflected in fitness 
report marks) independent of any faults with the 
fitness report system or weakness in reporting 
officers . 

4 . MAINTAINING OUR PRESENT FITNESS REPORT SYSTEM . 

a. There is no one single item that has more impact 
upon the career of an officer than the fitness 
report. To operate without such a system would be 
a move away from what is now a fairly rational, 
impartial system based upon merit, toward a_more 
subjective system that would be increasingly sus- 
ceptible to bias and inequity. The document is 
used not only by promotion boards, integration 
boards, and extension boards, but by boards for se- 
lection to command, postgraduate school, and flight 
training as well. It also has an impact upon 
an officer's assignment as it of-ten determines the 
level of responsibility or whether he/she is more 
deserving in the competition for a particular 
assignment. It is difficult to imagine how cer- 
tain personnel decisions would be made without the 
information provided by our fitness .report. 
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1 3 SEP 1978 

4. b. Our fitness reporting system is still workable, 

but its usefulness is in serious jeopardy. Every 
effort must be made to reverse the present infla- 
tionary trend. As part of this effort a set of 
desired marks distributions for each grade has 
been constructed. These distributions, shown 
in enclosure (3) , shall be used by preparing 
and reporting officers as first step goals in 
reversing the inflationary trend in fitness 
report marks. 

c. It is necessary to have the support and com- 
pliance of all reporting seniors if our efforts 
to save our fitness reporting system are to be 
successful, and if we are to administer our 
system fairly and equitably for all officers. 

Each reporting officer, as he evaluates his 
subordinates, must have confidence that other 
reporting officers are complying as well. There- 
fore as a measure to ensure that all reporting 
seniors will attempt to adhere to the system. 
Commandant (G-P) has asked for the assistance of 
flag officers in initiating a review procedure 
which will minimize cases of noncompliance. 

5. ACTION . 

a. Beginning immediately, preparing and reporting 
officers shall use the new Desired distributions 
of enclosure (3), for the appropriate grade of the 
officers being reporting on, as the norm in 
comparing how each officer stands in relation to 
other officers of similiar length of service in 
grade. The Experienc ed distributions printed on 
the present fitness report forms (Items 14 and 
17) shall be disregarded. 

b. Revised fitness report forms, which will reflect 
the new Desired distributions, are being prepared 
but will not be available for use until approx- 
imately 1 January 1979. Until the new forms are 
available, the present forms [CG-4328A (Rev . 3-72 ) , 
CG-4328B(Rev.3-72) , and CG-4 328C (Rev . 11-72 ) I 
shall continue to be utilized. Reporting Officers 
shall make the following statement in the COMMENTS 
section (Item 18 ) of the present form; 

”I have marked this officer in accordance 
with the new Desired distributions for 
the grade of (enter appropriate grade of 
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5.b(cont'd) officer being reported on) as 

specified by COMDTINST 161L 7. " 

c^ Reviewing officers shall scrutinize the reports 
submitted to them and discuss with reporting of- 
ficers any reports which appear inconsistent 
with the new Desired distributions. They shall 
also ensure that the statement required by 
paragraph 5 b • above is made by each reporting 
officer, and shall return any incomplete re- 
ports for correction. 

d. Use of the present fitness report forms is auth- 
orized only until the new forms are available. 

All copies of the present forms shall be de- 
stroyed upon receipt of the new forms. 

e. Commandant (G-P) will continue to monitor the 
distribution of fitness report marks and will re- 
port to the officer corps the progress that is 
made toward reversing the inflationary trend. 

In the meantime, a study group within the Office 
of Personnel is investigating modifications to 
our fitness report system. This effort is taking 
into account all of the ideas and recommendations 
received from the officer corps and all officers 
will be apprised of the results as they become 
known . 




Enel : 



(1) Actual Distribution of Fitness Report Marks 

(2) Increasing Competition for Promotion 

(3) New Desired Fitness Report Norms 



Distribution (SDL. NO. 107) 

A; aede (3); fghmv (2); ij knortu (1) 

3: c (20); f (15); g (11).; e (10); i (8); r (7); h (6); 
n (5); bklm (3); j (2); opqst (1) 

a (5); b d e k n (3); g (2) ; c f i 1 m p q s v x y z (1) 
a (2);bdjlmvxz (1) 
k 1 m n o (1) 

None 

ONE COPY TO EACH COMMISSIONED OFFICER 
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NOAA CORPS FITNESS REPORT QUESTIONNAIRE AND COMPIIATION OF DATA 

Fitness Report System Questionnaire 



Introduction: The NOAA Corps Fitness Report (NOAA form 56-6) is one of the most 

Important documents in your career file. Periodically, a review of our methods 
and philosophy of officer evaluation is in order to assure that we are obtaining 
the maximum value from the system for both the NOAA Corps and the individual rated 
officer. As part of a study of our Fitness Report System, the accompanying ques- 
tionnaire is provided to obtain attitudes, comments for betterment, and personal 
observations concerning the workings of the NOAA Corps Fitness Report System. 

This is your opportunity to give our present system a vote of confidence or to 
aid in formulating methods to improve our present system. Please fill out the 
following questionnaire and return to NC 2 no later than January 5th, 1979. 

Part I 

1. Rank (Crade) _____ 

2. Years in NOAA Corps and with similar evaluation processes 

3. Present assignment (check one) 

hydrographic ship 
oceanographic ship 
fisheries ship 
mobile duty 
flight 
laboratory 
staff 

management 
other 

If you feel that by answering both 1 and 3 your anonymity would be 
compromised, leave 3 blank. 

A. I consider myself primarily oriented towards (check one) 

a. operations 

b. R and D 

c . staff 

d. 




management 
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Pare II - To be compleced by all officers 
Section I 

1. I believe that the present Fitness Report 

a) fora Is a good one (NOAA.form 56-6) 

b) system Is a good one (evaluation by a superior^ a 
conference, and then review by Che OPB) 

Z. I feel chat ay Fitness Reports have provided KOAA 

Headquarters with a true measure of ay abilities and 
worth CO NOAA. 



o 

a 

OQ 



OQ 



<0 



c 

rt 

0» 



(a 

(M 



tn a 
rt H* 
ri M 
O P» 
O OQ 
OQ M 



3. I feel that my coinnand has provided me with on-go Ing 

feed back concerning my performance throughout a rating 
period (i.e., as opposed to evaluation only at 
prescribed Fitness Report times) • 



4. I feel that my command has spent significant time with 
me discussing career guidance and development. 



5. I feel Chat the NOAA Corps Fitness Raport System haa 
aided me in becoming a more proficient, more 
professional officer. 

6. I believe the purpose(s) of the Fitness Report System 
should be to 



a) aid in annual adjustment of the lineal list 

b) aid in separating personnel who aren' t performing 

c) provide feed back to aid the rated officer in 
developing professional skills 

d) aid In the assignment process 

e) aid command to develop personnel and obtain desired 
performance 

f) assist In evaluating qualification for proiDOtlon 

g) other (please Indicate) 



- 2 - 
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7. I believe the Fitness Report System Is effective in 
implenenclng 

a) aid in annual adjusctnenc of the lineal list 

b) aid in separating personnel vho aren*t performing 

c) provide feed bacic to aid the rated officer in 
developing professional skills 

d) aid in the assignment process 

e) aid command to develop personnel and obtain desired 
performance 

f) assist in evaluating qualification for promotion 

g) other (please indicate) 

8. I feel that a system whereby poor or marginal performers 
„ in Che grades 0-4 and 0-5 with less than twenty years 

service could be separated with severance pay would be 
beneficial Co the NOAA Corps. 

9. I feel that a system whereby subordinates rate superior 
officers would be beneficial to the J^OAA Corps. 

10. I feel that a mechanism Co incorporate peer group 
ratings Into the Fitness Report System would be 
beneficial to the MOAA Corps. 

Section II Miscellaneous 



11. If I were to weight performance measures of NOAA Corps Fitness Report in Section 8, 

I would give the heaviest weight factor Co the following performance area(s) . Leave 
blank if you consider all areas of equal importance. 



12. What weight should EEO performance receive? 



- 3 - 
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13. Do you recommend deletion of any areas Listed in Section 8 
as being either too subjective in nature or irrelevant as a 
perforiaance measure? If so,, which one(s)7 

14. Have you ever written a rebuttal to what you consider an 
unfair fitness report? Mark NA if you have never received 
what you consider an unfair report. 

15. If you have any cocments regarding our Fitness Report System from a rated officers 
viewpoint, use the space provided below. 



Parc III - To be completed only be officers who have evaluated subordinates on 
nOAA Form 56-6 



Section I 



1. Based on Che 100 point total In Section 8. what is Che approximate 
point score that you have given your rated officers? 

2. What approximate percentage of officers have you rated poor in any 
category? 

3. Jnder Sec.;ion 9, Desirability, what approxlnuitt percentage; of 
officers have you indicated chat you 

a) Prefer Not To Have 

b) Satisfied To Have 

c) Pleased To Have 

d) Prefer To Most 

e) Particularly Desire 

4. How many officers have you recommended for advancement on Che 
lineal list? 

5. How many officers have you recommended for separation or a drop 
in lineal number? 
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Section II 

6. I feel the mechanisms for advancement on the lineal 
list, separation, and setting back on the lineal list 
are operating properly. 

7. I feel my evaluations are characterized by 

a) an on going process in vhich I actively coach 
subordinates and comment on their performance 
throughout the racing period, 

b) a Joint effort by myself and other top members of 
a command providing input to the evaluation of 
subordinates • 

3. I feel chat training in personnel evaluation would be 
beneficial to me in aiding me to better evaluate my 
subordinates . 
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If you have any further comments concerning our Fitness Report System from a 
rating officer's viewpoint, use the space provided below. 
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'selected references from the noaa corps bulletin 




PAY RAISE - THREE WAY SPLIT 



Public Law 93-419, approved Sepceraber 19, 1974, revised the method of 
allocating comparability pay increases for active duty members of the uniformed 
services. All pay raises on and after September 19, 1974 must be distributed 
equally among basic pay, quarters allowances and subsistence allowance. For 
example, on October 1, 1974 General Schedule Civil Service employees received 
a 5.52^ pay increase. The new law requires that the basic pay, quarters 
allowances and subsistence allowance for uniformed service members each be 
increased by the same 5,527., The new October 1, 1974 pay rates are shown in 
the attached pay table. 



MOAA PERSONNEL HANDBOOK 



The NOAA Personnel Handbook describes detailed procedures for "employees" 
filing grievances and appeals, SOAA Corps officers do not fall within the 
legal definition of "employees" and therefore are not covered by such 
directives unless the directive specifically covers "all NOAA employees 
and coirmissioned officers." All officers should, however, understand that, 
although certain procedures are not applicable, the Director, NOAA Corps 
believes that similar mechanisms should be available for officers. 

At present, officers being considered for actions which could be considered 
as "adverse" are notified by the Director of the recommendation of the 
Officer Personnel Board, They are given ample opportunity to rebut the 
charges and in serious cases are invited to meet with the Board if they 
so desire. In extremely serious cases they may be ordered to meet with 
the Board. If they desire they may bring a lawyer to the hearings. Upon 
review of the record the Director acts upon the Board's final recommendations. 

The test applied to all decisions of this kind is whether a disinterested 
third party would arrive at the same conclusion upon review of the 
documentation. In doubtful cases the Board itself usually resolves them 
in favor of the individual. 
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While noc required to do so, the Director will, upon request of the 
individual officer, forward the complete file to the Associate Administrator 
for final review. This will be done to insure that a fair and impartial 
result has not only been produced, but that the officer himself may be 
reassured. In extremely serious cases, the President himself could be asked 
Co revoke the consnission of an officer. 



PROMOTION TO LTJG AND PRQMOTTOK RECULATTON CHANGE 



Based on the presently authorized strength of 358, the NOAA Corps is limited 
to 293 officers in those grades above ensign. Projections concerning 
appointments, resignations and retirements show chat about mid-October 1974, 
this ceiling will be reached. Thus, at that time, the promotion from ensign 
to lieutenant (junior grade) can no longer be effected upon completion of 
fifteen (15) months of service, and promotions can be made only as vacancies 
occur, i.e., someone resigns or retires • then someone gets promoted. 

The present projections for resignations and retirements show that this 
situation will exist through the remainder of this fiscal year. It is too 
early to make predictions for FY76, but there is a ray of hope on the 
horizon. The FY76 NOAA budget contains an increase of 30 officers which 
would raise the authorized strength from 358 to 388. ^ this passes, it 

appears chat promotions to lieutenant (junior grade) would move back in line 
with current policy. 

Officers who are entering the zone at this time are reminded that timely 
completion of the ‘ourse requirements with certification to Commissioned 
Personnel Division is very important. In the early months of this year, 
when promotions were being made as vacancies occurred, a number of problems 
were brought out because of late course completions. The present regulation 
(MDM 56-46 '’Commissioned Of ficers-Promotion") does not adequately define late 
completion of the promotion requirements. Thus, the Officer Personnel Board 
has reconmended and R. Adm. Nygren has approved that the regulation be 
amended as follows: 

(1) All officers are considered to have sufficient time in which to 
complete the requirements prior to the date of eligibility, except 
in those cases where advanced standing has been granted. 

(2) It is the responsibility of the officer to furnish the Chief, 
Commissioned Personnel Division with copies of the final course 
completion certi f ica te/grade report proving satisfactory completion 
prior to the dace of eligibility. 

(3) If the written examination or final course completion 
cercificace/grade report has noc been received by Che Chief, 

CoTunissioned Personnel Division prior to the date of eligibility, 

but is received prior to the occurrence of the vacancy; then the officer 
shall not be penalized. 






T .'aunTnnr ' JIIT' 



188 



APPENDIX C 







Volume 5, ^^umber 1 1 November 1974 

CAREER COUNSELING PRCXIRAH RECOMMENDED 



In recent years NOAA has expanded Co encompass many diverse disciplir4es 
and professional interests related to the oceans and atmosphere. The 
NOAA Corps has grown to meet these needs. As a result, we have officers 
in a spectrum of scientific fields ranging from electronics and geodesy to 
atmospheric physics and fisheries management. 

The recent OPERATION FORESIGHT Conference recognized a future role for Corps 
officers as mobile scientis ts/managers in a variety of scientific areas. 

To fulfill Che Corps* expanded mission, they reconiuended chat an active 
career counseling program be established Co acquaint young officers with 
professional opportunities in NOAA. This service would provide a mechanism 
whereby officers with similar career interests could communicate on a personal 
basis CO discuss common problems, such as possible assignment openings, 
graduate training potential and professional development. The counselor 
could also act as feedback to the Assignment Board in its deliberations. 

The Director, NOAA Corps, would like to solicit your help in creating a pool 
of experienced Corps officers who would be willing Co provide counseling in 
their special technical area on request. If response to this proposal is 
favorable, this office will publish a list of participants, broken down by 
geographical area and field(s) of interest (e.g. , Coastal Mapping and 
Charting; photogrammetry , tides and currents). If you would like to become 
Involved with this program, please advise in writing, indicating the 
particular area(s) in which you feel most competent Co counsel. This is a 
voluntary program and only you can help. Response should be directed to 
Director, NOAA Corps (NC), Rockville, Maryland 20S52. 



MOUNT GESTER 



In a recent listing of 36 new Antarctic feature names honoring uniformed 
sen/ice personnel having served in support of U.S. scientific research in 
\ the Antarctica, Lieutenant Ronald J. Coster, former NOAA Corps officer, 
was Included as one to have a mountain officially named ’’Mount Gester.” 

The name, prooosed by the Advisory Corrmittee on Antarctic Names and cleared 
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I>CaEASE tN AUTMO«?i;£D ST?£SCTH 



The President's budget to Congress contains the following under Science and Technology, NOAA: Quote. For 

expenses necessery for the Mstlonel Oceanic and Atoosoheric Administration expenses of an auchorized 

strength of }Sd coranlssioned officers on the active list; pev of conmlss loned officers retired In accordance 

with lew and payments under the Retired Servlcemaa' s Family Protection and the Survivors Benefit plans; 

Unquote. 

INTERSATTONAL -’O^FN'S 

As you may know, the United Natlone has designated 1975 as Internationa I Women's Year in order to recognize and 
highlight the contributions woinen are making at every level of our society in all parts of the world. Ihe 
President has Issued s procleaatlon asking that we all work together to make 1975 an outstanding year for women 
in the United Ststes, with speclel emphesls on support of the activities and observances to be arranged under 
the auspices of the United Nations. 

Dr. Robert M. White In s NOAA Week messege steted recently the Intent In 1975 "to turn the spotlight on the 
specific sccompllsnments of women In NOAA as pert of our obser-vance of International Women's Year. ‘ 

The Adminlstrstor went on to say thet he looked forward to "!<3 AA's developing and expanding career opportunities 
for women through aggressive recrultcaent and trelning programs in professlona I , technical and administrative 
dlsclplloes. * 

The Director, NOAa Corps and representatives of his office have been actively engaged with the EEO Committee of 
NOAA Including the Subcommittee for Women; and with the NOAA Federal Women's Program Coordinator. Since our 
women commissioned officers have generally been on field assignments to dete, this facet of EQO has been covered 
by the .NC ate ft. 

This yesr It Is planned thet ^0 Awareness Div will consist of two luncheon tneetlngs with key speakers in the 
Ueahington, 0. C. aree, focusing on the International Women’s Year. All those Washington area commissioned 

officers, as possible, are urged to attend these luncheons, the first of which ts scheduled for April 25. 1975 

St Bolling Air Force Base Officers Club. Pleaae be on the looKOut for the posted details. 

OPERATION FORES ICHT>«AS INTEP*IAL REVIEW OF NOAA CORPS FUTURE 

The NOAA Corps has been scrutinized, evaluated, audited, and probed regularly; this is certainly proper. These 

exercises, with several exceptions, hevc been performed by agencies outside of the Corps Itself. The most 

recent Internel speculation cook place severel years ago. It was deemed important, therefore, to review the 
Corps mission and methods, but to do it "In Che family," In a free-wheeling Imaginative style, and In a modest 
wey. Thus, In Sepcemoer 1974, arrangements were made for s two-dey conference of representative otficcrs from 
Che Washington 'Metropolitan Area to maxa this inquiry into the long-range evolution of the NOAA Corps la picture 
sppeers In NOAA Weex , October 18, 1974). 

Cone iuslons 



I. Priority for NOaa Corps Involvement In national program requirements (emphasis on collection and analysis 
of environmental dsta). 



1. Napping, Cher ting, 2. 

Geodesy 



Oceenography 3. Atmospherics 

A. Physical 
S. Chemlcel 

C. Blologicsl, Including Flsherlee 



4. Earth Sciences 

A. Seismology 

B. Ceologv 

C. Land Measurement 

D. Land Ecology 
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II. Pocenctal .isaignMoc lo above programs would evolve through such ele>nencs as Che collowing: Acquisition, 

oroces>ing, aiwilvaia, assessment nnd dec ision-owiking , products and services, problem->relaced research (direct 
a future program support), enviroiunencj I monitoring, "Think Tank' research, and higlier echelon program adtuinis' 
traclon. monagei<«ent , and coordination (national and international ) . 

finally, no direct pure In enforcement activities was envisaged for MOaa Corps. 

III. What would impact be If NCAA Corps were dissolved? 

1. Initially very little. 

2. rhe gradual eroding of positive features such as; lack of personnel mobility, lack of structure aboard 
ship, etc. 

3. Tlie gradual relnvention of all the present elements of Commissioned Corps In perhaps a slightly different 
form or perhaps segmented, but nonetheless, essentially with our mak«up. 

IV. If there were not a SOaa (aarps, what are the reasons for inventing one? 

1. The first reason is connected with mobility, both In the sense oc change of duties and in permanent 
change of station. 

A. Benefits of Corps-evpe mobility: 

(1) Changes of assignments stimulate the mental activity of the Corps since new and fa i r i y ob jec 1 1 ve 
thoughts are given to projects undertaken. 

(2) Top management Is afforded great flexibility and utilizes a segment in human resources for fill- 
ing short term functions ar in changing functions; tor instance, j LCDR can be utilized in fill- 
ing a CS-U position or a CS-12 position, 

(3) Mobility provides a mechanism tor handling a remote duty task of a varying nature. 

(i) It provides cross-pollination wlch ocher members of NOAA and the Corps. 

(S) It provides a climate for the development oc management generalists. 

3. Deficiencies 

(1) It can impede or inhibit technical specialists (which may be benecicial). 

(2) Learning time losses exist in this mode oc operation. 

2. The second positive aspect of t.^e Corps, personnel structure (the grade is attached to aa individual 
as opposed to a grade actacneo to a position). 

A. Benefits 

(1) The officer posseses more objectivity chan his Civil Service counceroarc because of the nature 
of Che competition for advancement. By scrambling over others, he will not enhance his 
poaicion; l.e., he is probably more secure In his position and will be promoted unless he dot^s 
poorly. 

(a) There Is a charisma associated with group identity which generates esprit de corps. 

(2) Sea operations arc enhanced. 

(a) Operational efficiency exists due to a specific organizaclona I structure aboard the ship. 

(b) A broad or balanced overview* is within the officer's grasp, this means, cor cx.imole. chat 
an officer would <now better than to erv to dock a ship under certain hazardous conditions. 

A scientist, however, may not inow this information, furciiermore , he is obligated co con- 
centrate on Che strictly scientific aspects of the operation. 

S. Deficiencies 

(1) ftecause of the nature of the structure, talented and hard-working officers may not necessarily 
be rewarded for chclr talents and hard work. 

(2) Specializaclon and depth of knowledge are Inhibited in some measure since the officer should be 
both a "ship driver" and a scientist. 

3. Uniforms 

A. Benefits 

(1) Stole Identification and discipline are the leading positive factors assoc tated with the uniform. 

(2) the ^CAA Corps uniform represents an association with traditional seaxoing officers. 

3. Deficiencies. 

(1) Sometimes there is a dcrog.acory connotation associated with the mi I it.ary-tvpe uniform. 

(2> Setting oneself .apart h.is certain negative aspects, i.e., there l?> alwavs some resentment tow.ird 

people who see themselves apart from others, particularly by Chose who exhibit non-leader crjtcs. 

4. Cocnlss ioned status 
A. Benefits 

(1) There Is the ever-present question as to when wc would he cransfcrretl to che armed services. 

In times of emergency there >ho«ild be casv jss im i l.ic ion. 

(2) The Coowlssion again, through Che titles and ranks, re-enforces our role Identity. 

8. Deficiencies 

(1) Again, Che connot.it Ion of Clio military may not be beneficial. 

V. A view of tlie NOAiN Corps by 1<»>J4. 

1. In 1984 or its successor, will he Involved in .i l.argur niniiher of tec hnic.! I md sc lend lie disci- 
plines. This will rcipiirc ch.ic the Corps be made up of oiticers wicli .i larger varlctv ot ccchnic.il 

b. ic V grounds , even more I’h.ii’s. 

2. .Ml ol f leers ■••o««l«l begin their c.irecrs with a tcchnlc.nl base; se.n duty muse be .in carlv p.irt ol l he 

c. nrecr. Toward che latter p.nrt of choir careers the great ma jorltv of otilcers will he generalists wlch 

oackgro«ind ipeci.iicics in various disciplines. 

3. Sv 1984, il.ic.i icqii is 1 1 Ion .ind an.nl vs is will be much .idvanccd and chore will prob.iblv be much less "hands 

on In the process. Hie Corps officer will be a designer, coordln.icor .ind/ur m.m.igrr ol d.il.i svste-ns , 

d. ica acquisition oimJ data .inalysls. 
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Recon««tfrKljclona 

1. WlCh Resp«cc CO SOAA Corps by 1984; 

1. fh«r« away b« a considerable Increase In concraccual projects or concracc work In connecclon wlch 
projects. Officers, wlch the proper credenclels, should be assigned to coordinate and manage these 
contracts. 

2. SOaa should not recruit Ph. O's; but rather should make a concerted effort to develop Ph.O's within the 
Corps through various training programs and full-time graduate school assignments. 

3. The Director of NOaa Corps should look on a continuing basis at roles officers should play In NOAA. 

4. By 1984^ the Corps should be Increased In sire to meet the growing opportunities and responsibilities 
In POE s where officers have not traditionally served. The POE should Initiate the necessary justl- 
flcaclon. To meet these requirements and still stay weC, the Corps will probably require at least a 
2 to I ratio of shore billets to sea bllleca. 



Makeup of Corps by 1934 


jAinber of 


Element of NOAA 


Officers 


.National Geodetic Survey 


25 


26 Ships 


200 


Headquarters (Building 5) 


75 


Heedquarters (NOS) 


120 


?K: and AMC 


30 


NWS 


50 


EDS 


15 


NESS 


15 


ERI. 


50 


Fisheries 


50 


Mlscsllaneous 


20 

TOTAL 650 



II. Officer Personnel Board (OPB) and Officer Assignment Board (OAB) 

1. A lot of time Is presently spent by memoers of the OAB and OPB In digging out Information on Individual 
officers. The personnel records and billet descriptions should be computerized. 

2. The select Ion-out process as exists should be actively used at all levels. Ue concur with present 
• election policies. 

3. We recofomend that cofrrunding officers of NOAA vessels be selected solely on their experience and fit- 
ness for cotanand; ve endorse the concept that not all officers must have a command. 

4. We reconnend that It least one officer of the rank of Commander or Lieutenant Coeomander be included on 
the OPB. 

5. We reconcnend that no memoer of the OPB serve for more then four years. 

6. We recommend that one member of the OAB be assigned full time to the OAB. 

7. Flexibility should be created In the selection criterion so as to allow for a more expanded Commlsaloned 
Corpa. 

III. Education and Training Posture of NOAA Corps; 

1. Priorities should be set regarding advanced training and educetlon to reflect the mission and require- 
ments of SOAA. 

2. Advanced training and/or advanced education should be a mandatory requirement for all officers. This 

Is in addition to training or education completed, at the time of the officers' Initial appointment. 

3. There should be formal (12-13 months) academic training approximately every six years throughout an 
Officer' • career. 

4. There should be Inhouse training on the various facets of NOAA periodically. This should be accom- 
plished through seminars, bulletins, courses, road shows, etc. 

5. We recooenend that the Director, NOAA Corps, expand his budget for the purposes of controlling part-time 
training. W« feel chat his perspective would be better from the overall NOAA Corps standpoint. The 
Inaedlate suoervtsor, however, might better Judge the specltlc program need. 

IV. Counseling 

1. There should be a sponsor for each and every officer In the Corps wlch highly active counseling at 
every opportunity. 

V. Epilogue 

1. We find Chat many of these recommendations have been promulgated before, and not Implemented. We 
therefore recoumcnd chat each ot us be furnished rationale for not accepting reconsnendatlons 

SPECIAL ?ECOCNITTOM 

The Director, NOAA Corps takes grest pleasure In reporting the following special recognition of Corps officers; 

Commander dames C. Crunwell has received s Letter of Corrmendat Ion from Director, NOS ( ai>d the Associate 
Administrator for Environmental Monitoring and Prediction) in recognition of work well done by both Commander 
Crunwell and Mr. Frederick Sergio of OFO, In connecclon with their very significant contributions during the 
equlpoicnc Installation and final staging for CATE, and through the de-scaglng operations. 

Lieutenant Commander John C. Albright has been recognised for Outstanding Perfomuince by the Director, Pacific 
Marine Center, ‘OS, with a Cash Award. He was cited for sustained outstanding performance as Operations Officer, 
NOAA Ship FAIRWEATMER, pertlcularly In areas of operations efficiency and economy. 
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U.S. DEPARTMENT OF COMMERCE/ National Oceanic and Atmospheric Administration 




Volima 5, ^^uab«r 5 I April 1975 

VOLUNTEERS FOR CAREER COUNSELING 

The Olreccor, NOAA Corpa la pleased co announce Che oamea of chose officers vho have expressed chelr 
willingness co provide counseling co younger officers in need of csreer*relaced informaclon. As we 
have scaced in the Sovenber 197L and January 1975 issues of the Corps Sullecln. we sincerely hope chac 
chis service will provide che mechanism wnereby officers wlch similar career Incerescs can cooinunlcace 
on a personal basis, co discuss comnon problems, such as possible asslgnmenC openings, graduace school 
pocencial and professional developmenC. 

To dace, che following officers hsve volunceered co parciclpsce. 

Capcaln C. Vllliam Hayes, Code MR4/NOAA. USC-5, Rockville. Tel. 301-496-8291. Principal srea of 
inCerssC; Public Adml nls Cracion . 

Coemsoder Roberc L. Sandqulsc, Code REx92; RFC. FOG/ ERL/ HOAA . 3400 NW 59ch Ave. . P. 0. Box 480197, 

Hlsml. FL 33148. Tel 305-526-2936. Principal areas of inceresc: Avlaclon including large and small 

sircrsfc opersclons, staging and logisCical requl remeocs , severe weather flying sod airborne remote 
sensing; sod Related Program Missions including planning and operations. 

CosBsnder John D. Bossier, Code Clx2; MGS, HAD/NOS/NOAA, Rockwall Bldg., Rockville. Tel 301-496-8100. 
Principal ares of interest: Earch sciences , psrcicularly geodesy. 

Coonander James Collins. Code Clxl; NGC/NOS/NOAA, USC-1, Rockville. Tel. 301-496-8710. Principal areas 
of loceresc: Geodesy and hydrography . 

Coweender Richard H. Allbrlccon, Code 'J161 , NWS/NOAA, Cramax, Sliver Spring, Md. 20910. Tel. 301-495- 
7382. Principal areas of Inceresc: Ocean sciences and research, particularly as relsced to the 

sLlssloos of ERL, HWS. etc. 

Commander John vr. Carpenter, Code C17, MGS/NOS/NQAA, VSC-1, Rockville. Tel. 301-496-8792. Principal 
tree of inceresc; Geodesy . 

Lleucensnc Comnander Carl W. Fisher, Code C33. MS^il/NOS/NOAA, WSC-1, Rockville. Tel. 301-496-8274. 
PrincipsI area of inceresc: Physical oceanography . 

LleuCananc Coarvsnder A. Y . 3ryson,NQAA Ship Townsend Cronwell, PMC/NOS/NOAA, 1801 Fairvlew Avenue Ease, 
Seaccle, WA 98102. Principal areas of inceresc; Manned undersea accivlctes . Including hablcacs, sub- 
mersibles and diving. 

Lieutenant Donald L. Suloff, NOAA Ship Peirce, AMC/NOS/NOAA, 439 Uesc York Street. Norfolk, VA 23510. 
Principal areas of inceresc: Hydrography, alrporc surveys and coastal Tnapptng . 

Lieucenanc Craig S. Nelson, PEE/?^S, Fleet Vumerlcsl Weather Central, Monterey, CA 93940. Tel. 408- 
375-0333. Principal areas of Inceresc: Physlcal/flsherles oceanography . Also Informaclon on the 

Naval Postgraduate School ac Monterey, CA. 
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Counselors are asked co provide appropriate and conscrucclve feedback to this office and/or Che Officer 
Assignmenc 3oard. Ocher tnceresced officers sre Invited Co Join chis voluntary program, and may do so 
by MOO directed to the Director, NCAA Corps, Code nC, Rockville, Maryland 20d52. 

HOAA AUARD RIBBONS 

After ouch thought, over a yesr's worth of review, and the usual amount of admlnlscrati ve and logistical 
exchange with OOC. SOAA and Che U.S, Arny's Institute of Heraldry, the Corps has finally procured 

a small stock of its very own ribbons, authorized by DOC to be worn by uniformed recipients of two NOaa 
swards. 

One has been designed for the following: 

a. Award for Engineering and Application is to annually recognize employees for significant 
contributions lo engineering or applications development. It should stimulate further contributions 
from engineering or other professional or technical personnel to Che engineering and applied technology 
progrsms of SQaa. 

b. Rrograra Admlnls tratlon and Management Award Is to annua I ly recognize NOAA employees for 
slgalflcsnc contributions in the inanagemenc or admlnls tratlon of NOAA. It should stimulate further 
coacrlbuclons fn>m both sclentitlc and non>sclencl f Ic areas. 



c. Avsrd for Scientific Resesrch and Achievement is to annually recognize NOAA employees for 
significant contributions to scientific research and achievement. It should stimulate research activity, 
sCtract and retain outstanding scientific personnel, and enhance the Image of NOAA. 

d. Award for Public Service is to annually recognize NOAA employees for significant contribu* 
Cions in the public service program. It should sclmulace further contributions from both scientific 
snd noo^sclenclf Ic areas. 



The above sre very prestigious awards to Individuals, and only a limited nucnber are given out each year. 
A special coaalCtee of executives of recognized standing will review the nominations ot Che proposed 
csndldaCet and oiake approprlsce reconaenda Cions concerning selection of Che award recipients. 

The final selection will be made by the Admlnlstrscor oc NOAA. 

The second ribbon has been designed for: 

s. HOAA Unit Clcatlona. The purpoae of this award is to recognize groups of employees in NOAA 
who, because of their Individual and collective efforts, have made substantive contributions co the 
progrsma or objectives cor which SOAA was established. 

Final approval will be made by Che Administrator of NOAA following consideration by and the 
ceconaendaclon of the NOAA Manpower Utilization Council. Award consists of a unit plaque, individual 
certi f icaces , and a ribbon to the officer recipient. These unit citations rank with the above-listed 
awards for individuals. 

Second awards for either of the above ribbon designs will be denoted by a 5/16” bronze star 
superimposed on the ribbon. 

This office also assisted Che Association of Commissioned Officers tn Che selection of a ribbon, to be 
worn by recipients of ACO's Junior Officer of the Year Award. This ribbon Is now In stock and has been 
approved for wear on the official uniform. 

All three of Che above ribbons were attractively designed by Che Institute of Heraldry tn bars of white 
on cvo shades of blue, thus Initiating a NOAA "family” of colors. 

Arrsngements for the Issuance of these ribbons co past recipients will be announced as soon ss possible 

in a forthcoming Sullecln. 

SPECIAL R£COCNtT!OM 

The Director, NOAA Corps, Cakes great pleasure la reporting Che following special recognition of Corps 
officers : 

Lieutenant Robert B. Elder has been awarded a Special Achievement Award with caah award in recognition 
of superior perfor.nonce aa advance United States Office Representative In the coordination of GATE 
preparstiona with Che Government of Senegal, construction contractors and the U. S. Qabassy. 

Lieutenant Thomas W. Ruszala has been awarded a Speclsl Achievement Award with cash award In recognition 

of sustained superior performance In the planning and execution of GATE, serving principally in the 
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ntPH TMg DIRBCTOR*S DESK 

QuoCfl from Alfred Sorch Whlteheed In “ Science and the Hodcrn World **; The race of progress is such thee 
so Individual human being, of ordinary lengch of Life, vlll be called upon Co face novel slcuaclons 
vhlch find no parallel In his paac. The fixed person, for che fixed dudes, who. In older soclecles 
vas such a godsend, la cha future vlll be a public danger." 

CTJIDELIHES FOR 0FTIC51 ??OMOTION 

Anofflcer' s professional qualif icacions , fitness, and potential for promotion ere determined by 
(1) analyzing hla satire record, and (2) che judgment, collectively, of cha Officer Personnel Board. In 
dacsralnlng hla/hsr vorthiness for proioocion, che analysis and dellbereclona of che Officer Personnel 
Board cotaprises: 

A, General 

1, OeBOoscrated ability Co solve probleota, tnake decisiona, and asauaie increased reaponaibllity. 

2. Prof eaalonally competent with ael f- Improveaeot exhibited. 

3, Proficiency In present and past ssslgnaents weighing: 

a. degree of level of rsaponalbllity c. magnitude of input Into operationa 

b. types of ssslgDiMnCs and duties performed d. trend of proficiency - up or dovn 

4. Length of lerrlce^, seniority. 

5* Leadership, maturity • che ability to manage. 

6. >toral standards, character, service attitude , of flcet,^ beering^ devotion to duty. 

7. General physical condition - USPHS recoisBends Clone tempered by service requlremencs. 

B. rtcness Seoorts 



A detailed review of Che Fitness Reports presents che most sound judgment for selection for 
promotion. The paragraphs on special skills and general conments on performance of duty 
sccentuatss che strengths and weaknesses and, over a period of time, establishes a patcem of 
performaocs. The nvimerlcal score by Itself cannot be utilized as a protooclon deterrent due Co che 
laposslblll cy of deriving correction fsecors. Thus, examination of che Fitness Reports must be 
tempered by: 



Length of service requirements on page 3. 
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1. ch€ cype of observaclon (famlliariCy of ch« rater with the ratee) - dally or infrequent 
contact, 

2. length of asaigranent covered and tin>e In the assignment, 

3. **Parsonal equation'* of the rater - trend of his ratings and evaluaclona, and, 

4. possibility of "personality conflict." 

C. Cotnaand 



Cotsaand responsibility requires an officer to demonstrate hla/har capacity to exercise authority 
over so activity or sphere of operation. Command responslbili ty allovs, and at the same time 
requires, an officer to bring his skills as s manager of personnel, facility, and fiscal resources 
to bear against a Job to be done. This capacity to cooiaand well, above all others, provides 
demoostratioo of the greatest variety of abilities for evaluating an officer's present and future 
potential as a manager of a major activity In SOAA. Each officer should strive to qualify In this 
capacity. Proficient performance in a cotamand asaignaent la evidence of the officer's leadership 
sod professionalism. 

However, in the aaaignroent selection process, being placed In cooxoand (or similar) position la a 
natter over which the officer may have little control. Lack of command experience will not become 
a factor in considering the officer, if this factor is due to the exigencies of the service and la 
not dua to his/her wlllfull avoidance or ineptitude. The Officer Personnel Board critically re- 
views all available information regarding the officer In determining his/her promotion status (as 
is also the procedure for determining lineal placement). 

Equating the general concept of command versus the various grades, the following potential capability 
should be demonstrated for: 

1. Captain - Class I Ship, director or associate director office, chief of major operational 
division, staff policy development asaignaent. 

2. Coeamnder - Class II Ship, division chief, staff program control asaignaent, aircraft 
coordination. 

3. Lt. Comraeoder - Class III Ship, branch chief, staff coordination aasigraa-- t, aircraft cooxnand, 
chlaf of party, 

4. Lieutanant and below - assignments progrataaed for development and experience aboard ship, fleld- 
st-Larga, aviation, oparetional shora offices, and administration. 

D. Staff 



The Corps has need for both good staff officers, and comnanders. An officer who has demonstrsted 
his competency In both areas Is of far greater value to SOAA than the individual who excels in only 
one. Staff asaigrnaents require, in addition to problem solving, the ability to coonunlcate with 
superiors sod subordinates. The Officer Personnel Board's evaluation of compatible cooxnand and 
staff reaponaiblllcles la stated above. 

2. Specialization 

HQAA Is broadening its requirements for specialized abilities. Thus, selections for prooiotion sre 
becoming more difficult and more Important as new criteria for specialized talents becooie in- 
creasingly icrq>orcant. To maximize the officer's strength and potential In a scientific or technical 
field, particular sss Igrxoents , coupled with an educational and developmental pattern, must be 
followed. NOAA,vlch its myriad disciplines and phases, hss fields ot specialization uniquely 
accocxnoda table or fitting for a multiplicity of career ladders. Career planning patterns must be 
restrictive -- no individual can becotne an expert or even reasonably proticient In all ooerstlonal 
sod scientific fields -- and acknowledge spec la Llzacion in comprehensive marine surveys, aviation, 
geodesy, geophysics, ocesnography , biology, meteorology, etc. 

Technologies I breakthroughs and legislative charges demand that continually NOAA develops and main- 
tains the ability to manage, coordinate, manipulate, and maintain new systems and concepts. In 
so«M critical speciality areas, specialized education and sssignmenta are required for proficiency. 
Depending upon the particular aptitude of Che officer, and NOAA’ a relative priority or demand for 
this particular ability, the officer-specialist may serve in various combinations of repetitive 
ssslgrxaents. When evaluaclrg specialists and generalists, the concribut lone being borne and tha 
demonstrated ability and Indicated potential of each nuac be weighed. 
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[Xi« CO «Jtigencla« o( che Corps aone offlcars hava had coaaidarabla poa c-graduace schooling while on 
active duty, while ochera have been denied Che opporcunicy due co no fault of cheir own. The cereer 
record sod pocential of che officer is paramount, with posc^greduace education not accented. 

F. Derogatory Information 



The relative ioaportance of derogative information, as it affects promotion/ lineal position, is the 
purview of che Officer Personnel Board, determined by collective Judgment. The greatest weight is 
given to information pertinent co che moat recent years of service^^the Board having previously 
considered items oc significant Interest in previous years. Mistakes chargeable co honest but mia> 
guided effort (i.e., errors of consniaalon versus errors of omission) should not militate against 
favorable assessment of potential. Vhen inexperienced officers are exposed co heavy responsibility 
and problem solving there is inherent opportunity to make aUscakea. Undue consideration oc 
derogatory cotsmencs will not be given vhen followed by continuous proficient performance of duty. 

Incidents of s disciplinary action, or failure in integrity, are weighed against the officer's 
career record. Thus, a good officer can atone for past indiscretions with no repercussions. How- 
ever , nonuse lection properly can be based on a major disciplinary action, by failure In Integrity, 
or turpitude. 



C. Educational Requirements 

Am an officer progreaseaa through his/her career, sech officer exist seek and successfully complete 
periodic training to improve super/lsory, managerial, and profeaslonal skills. By statutes - 33 USC 
353J sod 85<-— a mental examination, as well as e physical examination, is required for promotion. 

The Officer Personnel Bosrd must assure that the officer being conaldered for promotion is develop- 
ing professionally. 

Prior to being considered for promotion to LTJG, one correspondence course is required and for 
promotion to LT, rwo additional coursea. One of the three courses muse be C5XNAV unless waived 
under HDM 56-46. 

For proexjtlon to LCDS, an essay examination Is required on specified topics on NOAA'a purpose, pro- 
grams, organization, and effectiveness, sod the role of the MQAA Corps. A blbliogrsphy Is fumiahed 
each LT in preparation for this examination. Suggested programmatic and organizational modifications 
or lo^rovcmencs is sn essential element of the essay. 

Fsrtlclpetion in NOAa's executive and managerial programs is stressed. Additionally, each officer 
should assure that his/her service record lists awards received and publications accepted. 



Present Length of Service Requirements (es of 1/1/75); 



Hioimum 



Maxiimia 



pericMi when vacancy exiscs 


(If ochcrvlae qualified) 


CAPT 


18 yrs. 




CDR 


10 yrs. 




LCDR 

LT 

LTJG (T) 


6 yrs. 

3 yrs. 3 
1 yr. 3 


moa. 

nsa , 


period without 


vacancy (if 


otherwlae qualified) 


CAPT 


30 yra. 




CDR 


21 yra. 




LCDR 


14 yra. 




LT 


7 yra. 




LTJG (P) 


3 yra. 





PROHmOM HDWTSATTONS 

aU MCerl.l .ubmitced for proMClon to th« gr.d. of [£DR !• revlwed by th« Individual oMibera of 
the Officer Personnel So.rd end by the Olrector of the Corps. The Soerd, after dlscueslon of esch caee 
recoenends appropriate action to the Director. To data, no detailed critiques have been sent back to 
tha offlcera concerned, primarily bacauaa of tha haavy admlnlatraclva workload In the office. 



It la apparent, however, thee many officers do not coopletoly understood the reasons for tha present 
practices. Tha above "Culdellnes for Officer Promotion" were prepared by the Officer Pereonnel Board 
to cover all promotions, and may be helpful. In sddieion. however. In the case of pro^tlone to UIDR 
the folloCr^ five criterion sre used; 1) Underseendln* of NOAA Corps -ronram Activities, 2) Under- 
stsodlng of SO*A Corps Sole. 3) Accuracy of Material, 4) Clarity, and 5) Constructive .meglnatlon. 
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Officers up for promoclon ca LCDR ars journeyman officers. They have already parclclpaced In one or 
cvo program areae and chelr perfortoance hes been eveluaced In chose Jobs. Ue do noc know, however, 
how ouch chey have learned abouc NOAA aa a whole. As NOAA Corps Officers chey are expected co be 
knowledgeable Co some degree abouC all of NOAA's programs end lea coCal organlzaClon. Many, obviously, 
are noc. The promoclon exam process la designed percly co sclmulace chem Inco research on aspects 
of MOAA and che Corps vlch which chey ara not familiar. This roocivaclon haa been carried up from 
previous practices aa a perfectly valid pare of che education and evaluation process. 

Officers are also expected co be creative. Innovative end original, and emple opportunity Is provided 
to make auggesclona for Che betterment of Che service. This la a teat oc personal qualities aomatlmea 
noc otherwise documented In che evaluation system. The exam, therefore. Is noc necessarily a test of 
what you have learned or are doing, but an attenqjt to size you up aa a future leader and administrator. 

The following letter Is presently being sent to lieutenants In che promotion zone for Lt. Cdr. requesting 
aubad.aalon of an essay: 

Aa a factor In decemlnlng your professional quallf Icsclona for protooclon co che grade of llautenant 
commander In accordance with che provisions of paragraph 6d(6), ^^DM 56*46, you ere required co submit 
an esaey on one of the following questions. To aeaiaC you In answering these questlone and to broaden 
your knowledge of NOAA, tha enclosed bibliography la suggested. 

(1) Vhet program zoals should be set by NOAA Including the rola Chat che NOAA Corpa should plav In reach- 
ing these goals, and Including significant accompliahmenta you would like to make personally? In 
addition, discuss one of che areas under (2) below; or 

(2) Discuss any three of the following areas Including chelr purpose, organization, and effectiveness. 
What Improvements would you make, either programnacic or organizationally? 

a. Sea Grant Program 

b. environmental Data Service 

c. Marine Technology 

d. Coastal Zone Management 

e. Mapping, Charting, and Ceodeay Program 

f. Living Resources Program 

g. Marine Ecosystems Analysis Program 

h. Hear Real Tlc^ Forecasting Programa 

I, International Scler-lflc Programa, for axanq)le, GAR? 

J. Office oc Fleet Operations 
k. Remote Sensing Operations 

This examination will be evaluated by both the Officer Personnel Board and che Director, NOAA Corpa, and 
used slong vlch your fitness reports and past performance. In determining your profeselonal qualifications 
for pronoclon. 

SUCCESTID BIBLIOGRAPHY 

JIOAA Budget Estlmatee, current FY 
^CAA Orgenl rational Handbook 
PAO Brochures covering: 

s. Sea Grant 

b. ^vlronnental Data Service 

c. Haclonal Oceanogrephlc Inatrumentatlon 

Center 

d. National Weather Sen/lce 

a. National Marine Fisheries Service 
f. Etc. 

National Advisory Comaltcee on Oceana and 
Atmosphere (NACOA) Reports 

SPECIAL SECOCNITTON 

The Director, NOAA Corps Cakes great pleasure In reporting che following speclel recognition of Corps 
Officers : 

Coemuinder R. Lawrence Sweneon has been awarded the Progreni Administration and Hanegemenc Award, one 
of NOAA’s highest awards with cash award of SI, 000, In racognttlon of his exceptional leadership and 
ingenuity In che formation and execution of che MESA Sew York Bight Project, enabling a concerted and 
effective attack on Che major environmental Issues facing Che Mew York and New Jersey coaetal regions. 
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TMt AEMirTTSTaATOR Sn^gSENTS AS 0?TTMTSTIC OUTLOOK FOR GSOPHYSICS IH »WAA 

Th« following excraccj ar* froa Dr. Rob«rc M. White's presentation to Che American Geophysical Union on 
April 12. 1976. 

"As NOAA aoves more broadly Into che field of environmental manageosent, we are finding chat there la a 
ranga of geophysical resesrch that Is receiving new Interest. NOAA haa grown In Its first five years 
frwa a scientific ind cecnnlcal service sgency carrying out traditional nlsslona of describing and pre- 
dicting Che state of che environment to an agency vtilch Is also deeply involved In problems of envlron- 
aencal aanageoent. It haa evolved In this vay as a result of legislation adopted alnce Its formation. 

This haa Included cha Coastal Zone Managesenc i. c, che Marine Maimial and endangered Species Acts, che 
Karine Resesrch, Protection and Sanctuaries Act snd che Deep Water Ports Act, Additional legislation 
la now being considered by the Congress. The Fisheries Conservation Act of 1976 to extend U.S. 
fisheries Jurisdiction to 200 miles has been sent to che President for signature. Leglalatlon Co foster 
deep ocean elnlng snd to amend che Coastsl Zona ManagBaent Act Is under scclve consideration. NOAA vlll 
play a csntrsl rola in che lag} lementatlon of this legislation. 

"Tn sddlcion, MDAA has been called upon to neet national environmental and resources oanageaent needs; 
as for example In the support It haa been asked to provide In connection with the development of our 
offshore oil and gas resources, as veil as In support of Che national effort to Increase food producti- 
rlty. ^nrlrortaencal sanagoaenC requires a new awareness among geopnyslcista of the laauea at stake. 

Sow ve outc be more aware of the problems chat occur at Che InCersecclon of our Indlvldtxal aclenclflc 
disciplines and che aoclal, economic and political problems Co whose solution our understanding and 
knowledge can contribute 

"Let us looK aors closely at some of che scClvlcies now being sCinulated by environmental and resource manage- 
nenC needs. I will select s few examples of concern to ^K>AA. The potential affects of Che oxides of 
nitrogen or fluorocarbons on Integrity of che ocono layer lead to che need co manage snd regulate che 
Introducclon of these pollucancs. Research on stratospheric problems or problems of the pho cochemistry 
of the upper acmosphere and studies of the possible consequences of changes In che upper acraosohere. both 
upon human health snd cllnsCs, are being given Increased ermhaals as a result. Our need to cope with 
worldwide food shortages has •Cloulaced s wide ranga of geophysical activities. We now experiment 
with earth resources snd meteorological satellites for crop ssaessmenc. We have Increaaed our Invest- 
Beat In studies of climate and have generated great Interest In programs that will enable ua co antici- 
pate changes In cllinace better. Etch of these trsoslstes Into programs of great complexity and possibly 
Isrge-scale ^Jndlng. 

’*The new management system for our coastal tones Is concerned with the balanced use of this valuable 
area. Difficult declslona have to be made which can resolve problems of conflicting use. We want 
to preserve our fisheries habitats , Insure recreational values and at che same time provide ahoreltne 
for Industrial purposes and energy facilities vital to our national economy. It haa become Increas- 
ingly IcporCsnc as s result to know che nature of sedlraent transport along our coasts, co know more 
about che details of ocean current syaCema and their fluctuations, snd Co know more about surf problems, 
beach erosion, arvl ocher nearshore oceanic and coastal processes. Projects such sa our own Marine 
Bcosystems Analysis wors In the New York 31ght and many of the projects sponsored through our Sea Grant 
Program are a scare towards a much broadened actlvlcy. 
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**Contre99 hat juac adopced a nev flaberlea aunageaanc ayacem In the Plaherlea Conaarvaclon Acc of 1976 
vhtch will extend U.S. flshcrlea jurladlctloa out to 200 tnllea. The Act calls for flaherlee taanagemont 
to be based on the best scientific evidence availabla. As we inove cowards a rational fisheriea manage* 
neat systea, I vlsuellte a siuch expanded effort to provide the understanding of the relationship of 
fish stocks CO changes in Che marine envlronxnaat. This inpllea e greater need for knowledge of tha 
physics, dynaxalcs and chemistry of the oceans and new efforts, directed at predicting the future acete 
of oceanic conditions. 

"Envlronaentel management problems associated with development of new energy resources are also of 
concern to SQAA. They heve already scioiulaCed a remarkable growth in oceanic reaaerch of all kinds. 

The environmental assessments required to support the decisions on development of new frontier areas 
of our continental shelves represent an enormous undertaking to which we are devoting substential effort 
in cooperation with the bureau of Land Management. Tha impact has stretched Che ship capabilities of 
both chs govemaencel and nongovemmeacal institutions. Thare ere few institutions involved in marine 
activities chat have cot been Involved, in one way or another, by the national need for environmental 
information on the geology and geophysics of the sea floor, Che dynamics of the oceen currants, aa well 
as the nature of aateorological conditions over our coastal wecera 

"Vhat does all this mean to geophysicists who look to future prospects? 

"It means good years ahead with esuch to do on problems Chet are both scientifically rewarding, and which 
also respond to oational needs for geophysical information.*' 

FOP-M 56*25 COMMENTS 



Form 56*25 la an extremely valuable administrative cool. Svery section is reviewed carefully by the 
Corps Steff, the Officer Assignment board or the Officer Personnel board. The Director paraonally 
scrucinltaa every submission and in past years has replied to Individual officers who have tsade 
significant suggescione. The forms recaived this year have been, in general, very well and conscien* 
Ciously prepared. The Director has replied this year, to s large volume of constructive queries and 
suggestions. S^craecs oc these repliee which could be of concern to seversl officers, will appear in 
this and ensuing issues of the bulletin. 

Coesaunlcsclon 



I have noted cooiDencs on Che subject fom to the effect of losing contact with ocher Corps officers, as 
do others serving in remote areas. This is a coanon problem for NOAA in general because of che wide 
geographic distribution of its people. InCamal cosmunicacions will always be a problem. You probably 
receive as good end prompt nociflcscion of Corps mactsrs aa any ochar officer, but you are hindered 
by not having access to a "grapevine." This means Chet you also oxlas niuch "bum dope." 

1 also agree completely with consnencs about che need for closer contacts between office end field. Our 
orgsnltacion is so geographically dispersed chat cocDuaics cions will never be as good ae all would like 
chcA CO be. This is Just an unfortunate feet. 

Hy officsdoca cry to visit sites where there are concentretlons of offiesrs, and wa heve hit Seattle, 
Norfolk, boulder, and Miami, recently. The trevel budget does inhibit us from doing ell thet we would 
like CO do. 

Ve should taka advantage of any mechanism to improve coosunicscion. I appreciate very much receiving 
thoughts, tuggsations and comnencs from field officers who, after all, are our clients. 

Froaocion and Cotriminicetion 



I have noted comenc on reducing the delay between notificeCion and promotion deces. This is, of course, 
s floe objective. Unfortunately, it is occesionally necessary to hold up notification beyond che ex- 
pected data because of e variety of factors such ss: (1) incomplete analysis of che physical examina- 

tion; (2) uncertainty over conipleclon of required coursee; (3) possible delay by the Senate in confirm- 
ing appoinenents ; (4) inability of che Officer Personnel Board co agree on protEOtablllcy without more 
docuBcntstion on fitness, see. 

So«CiButa, such 8 mundane thing es inability co process Che papers because of temporary staff shortages 
and ocher priority work may slow the process. We have s limited number of people co do a lot of work. 

Of course, when the delay la not che fault of Che Individual officer, the promotion Is made retroactive 
sod no pay lots is experienced. We era ravlslng our processes tn order to eccalerate these actions, 
but che latest change will rasulc In a leas personal type nod flcaCion. A small price ts thus paid for 
expediency. 
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Protnoclon &amlruiClon 



The combined operecloni exaolneclon wee dropped ei e protaoclon requlremenc by the Officer Pereonnel 
Soerd for •everel reeeons. Flrsc . Ic wee not et ell deer that hydrography vaa more important then 
other programa. Many officers never aerve on a hydro project, and many see bllleca today ere In other 
prograeis, which are equally Important. Second . It vaa becoming Increasingly difficult to obtain 
adequate reviews of the completed examinations In a timely way. This was the main reason. 

>OS, by the way. Is acutely avers of the need for hydrographic training. They are trying to devise a 

proper format. The Director hee requested suggestions, but I understand that the response has been 
practically nil. 

V« always use considerable judgment in grading or svaluetlng offlcara In any way. It Is only right 
to expect an officer who has had experience in e given eras to show sotnewhet tnore competence, at least 
initially. The new lieutenant coomander examination, by the way, la very revealing, although It Is 
such misunderstood. 

Qualified See Cotcmands 

I agree that coenand at sea should be assigned only to qualified officers. I would like to assure you 
that position on the lined list Is definitely not a deciding factor for those aaalgnmenta. It la sn 

unfortunate fact chat some officers cor one reason or another are not ea well qualified to handle 

conaand at see as others; however, to eliminate them from consideration for any aea duty would be 
grossly unfelr. I believe that If you will examine recent actions with regard to appolntiaent to 
cowaand positions, you will see that we have not done this sutomatlcally by position on the lineal 
list. In fact, you wlllaee that some officers have not experienced cocxaand at sea at all. You should 
should not Intarprat this as meaning Chet they are not qualified. The opportunities for command at aea 
oust be balanced off against the opportunities or rsqulrements for other positions. 

Career Ladders - 

I would suggest chat ve do not craeta career ladders In orgsnlzet Ions but in programs. While we may 
have only several doten officers within the we have more then thee concerned with Che living 

resources progrsms of nQAA. Our present career ladder In living resources involved injecting officers 
into the system as early aa poaalble, preferably aboard vessels supporting the living resources program 
but, if this Is not alwsys poasible, into the laborscoriea. The duties within the laboratories vary 
considerably, is you well Itsaglne. It la anclclpsced Chet officers leaving the laboratories will go 

CO aea and, ones sgeln, pre.araoly aboard Fisheries vessels, chua creating a ladder In this program with 
the ueuel see^ehore rotation and the upward mobility to dlffarent executive levels. Conaldering that we 
have worked in this area tor only a little over five years, I think that we have made a good start. The 
oegeClve sCCltudas chat you mention are easily changsd by a good psrformance and good vlll, and we are 
seeing much evidence that our program has becomm t 2 x>re socceasful aach year. 

Assignments Rotation of Sea Billets 

Aa you msy know, OFO proposed a fleet sugmentetlon plen for both officers end crew which would permit an 
axtanslon of cha season through rotsclon of Indlvldusle. Our suggeaclon to OFO was to heve an entire 
Cleas I wardroom et each Marine Center In order properly to accomplish this. The budget failed to 
support the plan, but aeverel officers could be ao uaed, and have been in the past. The time for this 
Idee may finally bo upon us, with 106 officer billets In Seeccle snd coo many of them at sea. 

Assignments ~ Women officers 

Jtoc vary many officers are assigned to ahlpa supporting living resources programs right out of Che 
training class. Those who are have been carefully selected. Ic Is Imporeclve that we do a super- 
excellent Job of helping chose projects. Ths OOD qualification la Importenc because of the small 
size of Che staff snd the raed for ocher kinds of trelning. Thera la no prohibition against femals 
officers serving on flaherles- type ships. In any cese. 

All women officers coming out of Kings Point are not going to Clesa l*s, Thera la no discriminatory 
policy hers either. The billets available are open to all gradueces of s given class. What you are 
seeing is Che Inevitable result of distributing 8 to 12 women per year over Che whole fleet. We do 
not, however, discrlmlnece In hiring either, so this number la verleble. 

It still Is nscesssry to pelr officers up to avoid westing valuable bunk space, no matter what class of 
vsssel Is conesrned, snd this is s rsssonabls snd necessary condition which we oust scconraodacs to. 

By the way, VHITTSC sailed for Che Virgin Islands with w female officers aboard snd MT . MITCIIELL Is 
In Puerto Pico with or^, snd colncldsntelly the RESEARCHED^ currently has none. 

3 
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AttlRfun^nca - The Procos 

I do noc believe chec we will aver heve an aaelgnsenc board whoaa aukaup la accepcabla co ail officers 
of Cha Corps. However, 1 believe the balance la qulca cloaa co whac ic should be ac chla Cloxe, end Chat 
oalcher Junior nor senior officers have sure Influence chan chay are qualified co exert. 

Adoioiscracive and Manei^erlal Training 

It Is true chat many young officers do noc want to ballava Chat chay are part of management; however, 
vs are now coming down very hard on our Junior officers wich regard co cheir roles as Federal officials 
and officers of cha SOAA Corps, and wa are lavylng on chea requirements for personal conduct chat we 
have noc considered necessary In cha past. Our recant exparlencee, as usual, show us deficiencies In 
our crsinlng program and as fssc as wa can Identify chase, we will work co ellmlnata chem. 

Also, I agree chat middle ranking Corps officers should be involved in a formal program of admlnlscra* 
Civa crsinlng. This la exactly whet we recoamend and ChaC we encourage ell officers Co do. Under our 
present pracclces, crsinlng is che responsibility of cha Individual program managers and we look to each 
officer working within hla own office to select the most appropriate adminlscrac Ive training courses for 
hiitself, which are then funded by chac particular office. Ic has been previously recocmended chac all 
officers receive formal structured training for specific periods of cioe before reporting to shore based 
assignments. Until we have caore officers in cha Corps, this, unforcunace ly, will be excremely difficult 
CO schedule. 

The Ships Officer’s Rola tn Project Planning 

It Is, unfortunately, not possible In all cases for officers Co be more dlreccly involved in Che project 
planning phase, or for Chat matter, co be more dlreccly involved In che processing of che records and 
evaluation of the results, for a variety of reasons. The geographic dispersion of the people, and che 
face chac some aclenciflc projects are noc coo well planned anyhow make ic difficult. In spite of cheae 
handicaps, plus the shore lead time on some OCS£A? projects, che ships and scienciata have done very well 
In keeping things glued together. Wherever early and Joloc planning is posalble, it should be done, and 
soaecimea Chla could be aC che iniCiacive of t.be ship. Many sclentlacs are noc accuscotaed co finding 
che coopeceoce aboard ships that ve have, so chair processes may differ widely from oura. 

Advanced Standing 

The advanced standing policy of che NOAA Corps has been reviewed regularly and critically, and we be> 
Have that it la moat appropriate to maintain it as It la now operated. It would be grossly unfair 
CO appoint an officer 35 years old aa an ensign. If the lineal Hat is to have sny validity. It must 
represeot s graduated scale of capablllcles from cop Co bottom, l.e., each officer should aee che officer 
aeoior co him aa being sllghcly more capable of making a contribution to che operaciona of HOAA because 
of hla experience, education, training, etc. The officer Just below any Individual, by the same coken; 
should be slightly less capable. Officers are reviewed annually and Che lineal Use la adjusted co 
stCezapt CO produce chla result. As you know, advanced stendiog Is given ac chla time only co chose 
officers cooing from che alllcary services who have demonstrated performance of duty which is documented 
CO our aecla cacclon. Thia is only right, Inasniuch ae they are also credited by law with clme fur re* 
Clrement and time for pay. We bellave our present policy is correct and chac It operates properly. 
Howaver, chla in no way eliminacea che pain when an officer la appointed higher on che lineal list Chan 
any one Individual who hae been In Che service for acxaa Ctoa. Wa arc well aware of the proa and cons 
of this srgxiaanc sod balleva Chat cha sicuation la being properly hendled at chla time. 

Appearance 

I, Coo, would Ilka Co esq>haalza professional devalopmenc and to spend leaa Clme afewing over hair 
styles. Unfortunately, chare seems co be a high emotional content co this Issue on all sides. Of 
course, persons! cleenllneas and appearance do require reinforcing. You have now seen ample evidence 
of people **golng to seed" vnen arriving aboard ship. The line has to be drawn somevhere, and chla la 
where opinions differ. 

Hy office has adopCed a fairly liberal poalCloo on cheae mattera sod, if a few officers did noc push 
It to che liBilc, we could all accotoaodacs. 

Uniforms. Official BegulaClona snd Allowances 



The uniform reguleclons are on che way. Wa have few decalls left Co saCCla and va hopa Co have it In 
print shortly. 
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instruction Shoot off hoft ond submit only tho ropoft to: Commission«d P«rsonn«l Division NCI) 



SAT lOSAL 



y. s. department of commerce 

OCCANtC ANO ATMOSPHERIC administration 



INSTRUCTIONS 

(For Proporing NOAA Form 56—6, ’’Fitnoss Report ier Commissionod ONictrs’*) 
(So« NDM 56-06 <or fuithor instructions) 



Tim report is used with previous fitness reports for the purposes of assignment-maicing. career development 
and promotion. It should be factual and unbiased. Otficers should be rated in comparison with officers of 
sumiiir grade and service. To insure the integrity of the systems, it is important that these instructions be 
carefully read prior to preparation of the report. 

Form Items 

Item I. When “from** or **to‘* date represents reporting or detachment date of the rated or rating 

officer, use the orgaruzation code change date shown on NOAA Form 56-1 (Travel Order and/ 
or Organiiation Change Order). 

Item 2. Check appropriate box. 

Item 3. (e. g. DOE, John L., Jr.) 

Item 4. (RADM, CAPT, CDR, LCDR, LT, LTJG, ENS) 

Item 5. Check appropriate box. 

Item 6. Specify major component, unit, and location (e.g., NOS, SURVEYOR. Seattle, Wash.*. ERL, 
Eanh Sciences, Boulder. Colo.*, NOAA HQ, Office of Administrator, Rockville, Md.;or NWS, 
Ops. Div.; Kansas City, Mo.). 

Item 7. Avoid vague terms such as “junior officer duties’* or “Administrative Assistant’*. 



Xhen a marie in a particular category cannot be determined from duty performance, estimate 
the officer's present potential. If you feel you cannot grade the officer on three or more 
racing categories because you lade evaluative information or the officer was under your 
supervision for coo short a period, omit marking any of the racing c:ategories and explain 
the maaer in Item 11. 

AU of the ten rating categones listed in Item 8 arc of equal value. Grade values arc: “Out- 
itanding’*- 10 points; “Excellent'* - 8 points; “Very Good’’ - 6 points; “Satisfactory” - 4 
points; ind “Poor” - 2 points. 

The expected distribution of grades in Item 8 for all NOAA officen is; 



NOTE: Ph# ave»o9« grodo is *‘V*ry Good*'. 







60% 






5% 


157. 


157. 


57. 


1 OUTSTamOIMC 


EXCCLL CH T 


VERY GOOO 


SATlSr ACTORY 


POOR 1 



No concction will be ipphed to the toiil mark resulting from your grading, therefore, grading 
an officer hi>ilicr than is w.irr.uircd b>' j true coinp.iri'.'»n of perhirmance with (hat of contrtn- 
porancs '»oll berioc<;!y compnvmsc rhe value and utiiity of mis rrpoa. 



(Conffnu^d on oporto) 
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Item 9. Check appropnate box on each line. 



/fern 10, This S^dlCn mist .Td left blanic Retd the mstmenons on the form. Use extra sneets lor 
elaboration ,i .'\ecessary. 



Item 11. This sMlOn iTliSl not t>€ iett blank* Read the heaaing for detailed instructions. Attacn commen- 
dations and other evaluative reports not previously submitted, making reference to them in this 
section. If you recommend this officer for accelerated promotion* include well-documented evi- 
dence of outstanding performance and give examples of demonscrated ability to handle respon- 
sibilities, comparing that officer with all other officers of that grade and length of service. 



Each rating officer wUI include in the report in this section a statement “I consider (do not con- 
sider) this officer's progress satisfactory, and recommend retention in (separation from) the 
NOAA Corps'*. If there is a negative recommendation, statements shall be included to support 
this contention. Reports containing negative recommendations shall be submitted as presenbed 
in paragraph 3.d., NDM 56-06. 

Item 12. (Theck ippropnate box. 

Item 13. I'rend of Performance is the trend of consecutive reports made by the same rating officer while 
the rated officer is in the same assignment. 

Item 14. Check appropnite box. 



Item 15. 



(a) ’’Rating Officer” is the person who assigns the ratings and makes the comments. 



(b) ’’Reporting Officer” is the supervisor of the rating officer except that if the rating officer is 
head of a more-or-less independent entity (e. g., commanding officer of a si. p or director of 
a laboratory) that officer shall sign in boch capacities. 

(c) ’’Raced Officer” is the officer being evaluated. 'The report must be discussed wich che officer 
and must be signed in the space provided. If the rated officer believes he/ she has been un- 
justly graded, or has been given a poor racing, the officer must be advised of the entitlemenc 
to submit, wichin a 10 dav period a statement to che Director, NOAA Corps. See NDM NS-06. 

If che officer is not readily available for signature due to detachment or detached duty, the 
raong officer shall provide *Jie officer with a copy of che report, explain the circumstances 
in Item U, and transmit che onginal report ro the Chief, Commissioned Personnel Division. 

Trontmittal Intfrucllont 

fThes* insfrucCions ore effecf/ve pending revision of NOM 56—06) 



Fitness reports shall be submitted in duplicate arxd routed as follows: 

(a) The Original Fitness Report shall be submitted difeclly to the Chief, Commissioned Per- 
sonnel Division, marloed "For NCI - DO SOT OPEN IN MAJLKOOM.” On the ofiginal 
fitness report, it should be noted that & copy has been forwarded through channels. 

Hem 17) 



Retention of Copies 

Rating officers may retain t copy of each fitness report submitted to facilitate the submission of subsequent 
reports. Retained copies are for the sole use of the rating officer and shall not be maintained as an activity file 
nor shown or passed on to a subsequent rating officer. 
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56-06 FITNESS HEPORTS FOR COMMISSIONED OFFICERS 

1 . Purpose 

To provide instructions for the preparation and submission of 
Fitness Reports for Commissioned Officers, NOAA Form 56-6 (See Exhibit). 

2 . Submission 



a. Periodic fitness reports shall be submitted by each officer*s 
immediate supervisor as follows: 

(1) Lieutenants and above — annually for the period ending 
December 31. 

(2) Ensigns and Lieutenants (junior grade) — semiannually 
for the periods ending June 30 and December 31, respectively. 

(3) When either the officer or his immediate supervisor is 
transferred or otherwise leaves his position. 

(4) When the performance of an officer is deemed either poor 
or exceptional. 

(5) When a super'/lsor considers an officer unfit for retention 
because of incompetence, inaptitude, or other valid reason. 

(6) Upon the request of the Chief, Commissioned Personnel 

Division. 

(7) Reports must be sequential, covering each day of an 
offlcer*s career. Reports covering other than normal periods (June 30 
and December 31), such as those covered by (3) above, will end on the 
day of detachment. The reporting period shall begin on the day after 
detachment covering such travel, proceed, and leave time as may have 

been taken. Supervisors making reports covered by (4). (5), and (6) above, 
shall make their next report for the period beginning the day following 
said report. 

b. The submission of either a semiannual or annual fitness report 
is not required when a detachment report has been, or will be, submitted 
within 60 days of the due date of the annual or semiannual report. 

c. For each otficer below the grade of lieutenant commander, the 
racing officer shall Include a statement in the report regarding the type 
and extent of training given the officer during the rating period. 
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56-06 FITKESS REPORTS FOR COMMISSIONED OFFICERS (Cont'd) 

d. Every effort shall be made to render as comprehensive an 
evaluation as possible since these reports are the basis in selecting 
officers for promotion, assignment, and separation. When a complete 
evaluation cannot be made, the reason shall be noted in the report 
under General Comments. 

e. Each rating officer will include in the report in section 
11 a statement "I consider (do not consider) this officer’s progress 
satisfactory, and recommend his retention in (separation from) the NOAA 
Corps." If there is a negative recommendation, statements shall be 
included to support this contention. Reports containing negative 
recommendations shall be submitted as prescribed in 3.d. below. 

3. Procedures 



it 



a. The Fitness Report shall be signed in the "rating officer" 
block (item 14) by the supervisor who actually evaluates the officer's 
performance. It will then be referred to the next supervisory level 
for signature in the "reporting officer" block. If the head of a 
more-or-less Independent activity (e.g., the commanding officer of a 
ship or director of a laboratory) actually evaluates an officer's 
performance, he shall sign as both the "rating" and "reporting" 
officer . 



b. The Fitness Report must be shown to and discussed with the 
officer being rated and he shall indicate that he has read it by signing 
in the space provided. It is the responsibility of the supervisor to 
inform the officer of his strong points and his weaknesses and, if 
applicable, to specify how his performance can be improved. The 
signature of the rated officer in item 14 does not necessarily signify 
that he agrees with the report. It indicates only that he has seen 

the report. If the officer is not readily available for signature 
due to detachment or detached duty, the rating officer shall provide 
the officer with a copy of the report, explain the circumstances in 
item 11 and transmit the original report to the Chief, Commissioned 
Personnel Division. 

c. If an officer believes that he has been unjustly rated, or 
if a report on him has been submitted for poor performance, under 
provisions of paragraph 2a(4), be Is entitled to forward, within 10 days 
from the date of discussion of the report witli ills supervisor, a 
statement on his own behalf to the Director, N0/\A Corps either through 
ciiannels or direct. In tlic latter Instance, he must Inform his 
supervisor tiiat ho has exercised ills rlglit under this paragraph to 
write direct ’v tn the Director. "lie supervisor siiali Intorm the 
Director tii»* u* har-- been not 11 led. 
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56^06 FITNESS REPORTS FOR COMMISSIONED OFFICERS (Cont'd) 

d. If a special report is prepared under paragraph 2a(5) , the 
aupervisor will retain the report for 10 days after having discussed it 
with the raced officer; during this period, the raced officer may present 
any statement he chooses to make in his behalf for submission to the 
Director, NOAA Corps with the Fitness Report. The rated officer may elect 
to forward the statement directly to the Director, NOAA Corps provided 
he notifies his supervisor chat he is taking such action. The supervisor 
shall inform the Director chat he has been so notified. 

4 . Transmittal Instructions 



a. All Fitness Reports shall be submitted to the Chief, Commissioned 

Personnel Division; the envelope in which forwarded should be marked: For 

CCl; DO NOT OPEN IN MAILROOM. 

b. Fitness Reports covering the performance of officers assigned to 
Che National Ocean Survey will be forwarded through the .director. National 
Ocean Survey. In addition. Fitness Reports covering the performance of 
officers on ship duty shall be routed as follows: 

(1) For those in ships home-ported on the East Coast: through 

the Director, Atlantic Marine Center and the Director, National Ocean Survey. 

(2) For those in ships home-ported on the West Coast; through 
the Director, Pacific Marine Center and the Director, National Ocean Survey. 

(3) For those in ships home-ported in Detroit, Michigan: through 

the Director, Lake Survey Center and the Director, National Ocean Survey. 

5. Effect on Other Instructions 



NOAA Directives Manual 56-06, dated August 24, 1971, is hereby 
cancelled. 
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56-44 COMMISSIONED OFFICERS - AUTHORITY AND PRECEDENCE 
1 . Precedence Among NOAA Officers 



a. The Director, NOAA Corps, subject to the provisions of 
section 2(f) of Reorganization Plan No. 4 of 1970, has the grade of 
rear admiral (upper half) while so serving. The Director, NOAA Corps 
takes precedence aoove all officers of the Corps, except an officer of 
the Corps who is serving as the Associate Administrator of NOAA, 

b. Precedence of all other officers shall be arranged on 
the lineal list by the Director, NOAA Corps, as recommended by the 
Officer Personnel Board. 

c. The lineal list shall be arranged to show precedence 
between grades in accordance with NDM 56-40, with vice admiral as the 
highest grade. 



(1) An officer upon original appointment shall be assigned 

a position on the lineal list based on date of appointment and an evaluation 
of the officer's record. Such an officer who is not granted advanced 
standing shall be assigned the date of commencement of the training class 
as a promotion control date. The promotion control date of an officer 
originally appointed with advanced standing shall be computed from the 
date of comnencement of the training class. In either event, date of 
rank shall be the same as the promotion control date. 

(2) The promotion control date of an officer who is re- 
appointed, or originally appointed with advanced standing and does not 
attend a training class, snail be computed from the date of appointment 
or reappointment, as applicable. Date of rank and promotion control 
date shall be the same. 

(3) An officer who is initially appointed to the temporary 
grade of ensign shall, upon Senate confirmation in the permanent grade 

of ensign or higher, be assigned a date of rank in the grade confirmed 
the same as the officer's date of rank as temporary ensign, 

(4) An officer promoted from the temporary grade of 
lieutenant (junior grade) to the permanent grade of lieutenant (junior 
grade) shall be assigned the same date of rank as held in the temporary 
grade of lieutenant (junior grade). (NDM 56-46, par. 7b(l)). 

(5) The date of rank of an officer temporarily promoted 
one grade pursuant to ndm 56-^6 (paragraph 7b(2)) shall be the effective 
date of the temporary grade. 

d. Officers with the same dates of appointment in any grade 
below rear admiral shall rank in the order in which they were recommended 
for promotion by the Officer Personnel Board. 
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56-A^ COMMISSIONED OFFICERS - AUTHORITY AND PRECEDENCE (Coat'd) 

e. An officer who has lost lineal numbers or is advanced on 
the lineal list shall rank inmedia tely after the officer who is ahead 
in the new position on the lineal list regardless of date of rank. 



f. An officer who was passed over for promotion due to ad- 
ministrative error, or who was removed from the line of promotion and 
subsequently returned to the line of promotion witnout prejudice, shall, 
upon retroactive promotion, suffer no loss of precedence and shall be 
assigned a date of rank restoring him to his proper position on the lineal 
list. 



g. As prescribed by 33 U.S.C. 853r, the Officer Personnel 
Board shall, at least once a year, recommend such changes in the lineal 
list as the Board may determine. 

(1) or about March 1 of each year (or at such time as 

Che Director, NOAA Corps, may direct), the Officer Personnel Board shall 

review the records of each officer who has, or will have, completed at 
least two years of service for promotion purposes during that calendar 
year and recommend to the Director, NOAA Corps, cnanges to the lineal 
list as warranted. 

2. Precedence When Serving with the Army, Navy or Air Force - When 

serving with tne Army, Navy or Air Force, officers of the NOAA Corps 
shall rank with and after officers of corresponding grade and of the 

same length of service in that grade, in these uniformed services (33 

use 856). 

3. Exercise of Authority 

a. All nOAA Cores officers on active service are at 

all times subject to NOAA Corps authority and shall exercise authority 
over all persons who are subordinate to them, in accordance with these 
regulations and orders from competent authority. Exception; Any officer 
under arrest, suspended from duty. In confinement, or otherwise Incapable 
of discharging his duties shall not exercise authority over others. 

b. All officers on the NOAA Corps retired list are subject 
to the authority of the NOAA Corps, but no officer on the retired list 
shall place himself on duty or exercise authority over officers in the 
iOAA Corps without orders from competent authority. 



c. An officer directed to command by competent authority, or 
who has succeeded to conmand, has precedence over all officers and other 
persons attached to the command of whatever rank or classif Ication. 
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56-^A commissioned officers - AUTHORITY AND PRECEDENCE (Cont'd) 

d. An officer who succeeds to command due to the commanding 
officer's incapacity, death, departure on leave, or absence due to orders 
from competent authority, has the same authority and responsibility as 
the officer whom he succeeds. 

e. The executive officer, while in execution of his duties 
as such, shall take precedence over all persons under the command of 
the commanding officer. 

4. Authority in Special Situations 



a. An officer embarked as a passenger in a ship or aircraft 
not under his command, unless otherwise specified in his orders, has no 
authority over, nor responsibility for, the ship or aircraft. 

b. Officers embarked as passengers who are junior to the 
commanding officer (if not on the staff of an officer al"0 embarked ) 
may be assigned duty when the exigencies of the service render it 
necessary, of which necessity the conmanding officer shall be the sole 
judge. Passengers thus assigned shall have the same authority as though 
regularly attached to the ship, but have no additional cl'alm to quarters 
by virtue 'of Such assignment. 

5. Succession to Command 



a. Rank is the order of precedence among members of the 
Uniformed Services (37 DSC 101 (16)), Grade is a step or degree in a 
graduated scale of office or rank that is established by law or regulation 
(37 (JSC 101 (15)). Rank may also be described as that character or quality 
bestowed upon persons which marks their station and confers eligibility 

to exercise command or authority in a uniformed service within the limits 
prescribed by law. 

b. Command is exercised by virtue of office or by assignment 
of individuals designated by competent authority. 

c. During the absence or disability of the Director, NOAA 
Corps, or in the event of a vacancy in that office, the Chief of the Program 
Planning, Liaison and Training Division, NOAA Corps, shall act as Director, 
NOAA Corps, unless otherwise directed by the Administrator. 

d. In the event of the incapacity, death, relief from duty, 
or absence of the officer detailed to command a unit, the office- shall 
be succeeded by :*^e following, in the order enumerated: 
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56-44 COMMISSIONED OFFICERS - AUTHORITY AND PRECEDENCE (Conc'd) 

(1) Shore Units 

(a) The assigned (or designated executive officer) 

or deputy. 

(b) Other assigned commissioned officers in the 

order of their seniority, unless otherwise specified by competent authority. 

(2) Ships 

(a) The assigned or designated executive officer. 

(b) Other assigned commissioned officers who are 
certified as qualified for officer of the deck watches underway in the 
order of seniority. The commanding officer shall publish this order of 
succession to comncnd. 

e. Whenever an officer is succeeded by a civilian as officer-in-charge 
or equivalent position, the senior commissioned officer assigned to the 
unit will become comnander of the officer personnel for that organization, 
but all will remain under the authority of the indi vidua VHn -charge of 
the unit. 
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f. An individual who becomes commanding officer or officer-in-charge, 
in accordance with the preceding paragraphs, shall promptly report that 
fact and the reasons therefor to the immediate superior. 

6. Effect on other Directives. NDM 56-44 dated August 23, 1971 
is cancelled and superseded. 
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56-45 CO^tMISSIONEO OFFICERS - ASSIGNMENTS 

1, General 

a. The Director, NOAA Corps, is responsible for assigning qualified 
officers to authorized positions and for affording each officer an assign- 
ment which will offer opportunity for development of professional and per- 
sonal capabilities. Assignments are based on service requirements, the 
professional needs of the individual officer and, to the maximum extent 
practicable, on the preference of the officer (Sec. 12, DoC Order 25-5B). 

b. In general, the Director, NOAA Corps makes direct assignments 

to specific positions only when key positions are involved. Assignments 
to positions within Primary Organizational Elements are made by the Director, 
NOAA Corps, after consultation with the Director of the POE and/or Major 
Line Component, NOAA Corps Liaison Officer. The assignment of duties to 
officers ordinarily is the responsibility of the ship or organization to 
which officers are being assigned. Permanent transfer of an office^* to a 
billet must be coordinated with the Office of the Director, NOAA Coros, 

This is necessary to maintain orderly planning within the assignment 
process, particularly with respect to Officer Assignment Board actions, 
and to assure that personnel and financial records are properly uodated. 

This is in no way intended to restrict program managers from temoorarily 
reassigning an officer due to an emergency or program need. 

c. It is expected that any officer assigned to a ship will 
qualify as Underway Officer of the Deck at the earliest opportunity. 

This is a very important factor in determining an officer's early career 
advancement towards positions of higher responsibility. The programs 

of each ship shall be planned to permit such qualifications. 

2. Officer Assignment Board 

a. The Officer Assignment Board (OAB), appointed by the Director, 

NOAA Corps, shall consist of not less than four officers on the active list, 
one of whom shall be from the Commissioned Personnel Division. The 
senior member of the Board serves as Chairman. 

b. The OAB assists the Director, NOAA Corps, in developing and 
administering policies governing the assignment of commissioned officers 
and the professional career development of the individual officer. 

To this end, the Board will examine personnel assignments and make 
recommendations to the Director, NOAA Corps. 

c. Whenever possible, recommendations for assignments will be 
sent to the Director, NOAA Corps, at least 7 months -’n advance of 
anticipated change o^ assignment. 

Tran*^"'tc^nl No. 404 
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56-45 COMMISSIONED OFFICERS - ASSIGNMENTS (Cont'd) 

d. The Board will meet at least once a month at the call of the 
chairman. 

3. Major Line Component Liaison Officers 



The Director, NOAA Cores, with the concurrence of each respective 
Major Line Component Director, cesignates a senior corriTiiss ioned officer 
within each MLC to carry out the collateral duty of NOAA Corps Liaison 
Officer. Duties of a NOAA Corps Liaison Officer are as follows: 

(a.) Coordinates the assignment of coirmissioned officers to the 
MLC. This officer generally acts “for" the MLC Director and is 
responsible for keeping the Director informed of the status of 
commissioned officer assignments throughout the MLC, see l.b. above. 

(b,) Provides MLC clearance at the headquarters level prior to 
forwarding a reque-t for assignment of a commissioned officer to the 
Director, NOAA Corps, see 5. below. 

(c.) Keeps Commissioned Personnel Division informed as to which 
MLC requests continue as valid requests on the Officer Assignment Board 
agenda. 



(d.) Acts as a central point of contact for information 
concerning officer assignments within that MLC. 

4. Assignment Process 



a. Consistent assignment policies and procedures shall be 

used to meet NOAA requirements and to enable the individual officer to 
take part in his or her own career planning. Each officer should be 
aware of the assignment mechanisms so that he or she may exert proper 
influence on them from time to time by thoughtful, active participation. 
Such participation should include becoming generally familiar with NOAA's 
Organizational Handbook and knowing what billets are presently filled oy 
commissioned officers. The NOAA Corps Bulletin oublishes a Location 
Roster listing y/here each officer is assigned as of 1 April and 1 Octebe’^ 
of eacn year, and provides ongoing information concerning assignment 
openings, descriptions, and career plans. Once determined an of'^ice*^ 
should make assignment preferences and personal desires known as ea'^ly as 
possible. 

b. An officer generally becomes available for reassignment 
consideration several months prior to the end of wnat constitutes a 
normal tour of duty. A normal tour, however, may be lengthened or 
snortened due to unforeseen c1 rcumstancos or through ‘cheduled 
adjustments as required to place officers with propc’^ oual ' ^ica t'o^s 
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56-45 COMMISSIONED OFFICERS - ASSIGNMENTS (Confd) 

desires in specific billets. The "review date" is the time when the 
Officer Assignment Board is scheduled to review an officer for 
reassignment. This is usually seven months or more in advance of the 
time that the officer could expect a move. In practice, an officer is 
seldom up for review at any soecific date, but is considered many times 
during the assignment process in order to optimize the matching of 
qualified individuals with the needs of the organization and to the 
extent practical to those of the individual. Determination of the review 
date is based upon a number of factors involving the nature of the work, 
the situation with respect to the organization and the officer, etc. 
Mindful of this, the officer should make personal wishes known 
sufficiently in advance of the board's deliberations. 

c. Vacancies come about through the departure of an incumbent 
or the creation of a new position. These vacancies are filled by 
selecting the best qualified officers from among those currently 
available for assignment or reassignment. An officer's qualifications 
are determined from the Official Personnel File. It is the officer's 
responsibility to assure that all relevant information has been fo»^warded 
for inclusion in the file. 

d. Officers are expected to be aware of the limitations in 

the assignment process and to realize that individual desires may not 
always be satisfied. However, an officer's opportunities to fulfill 
career goals are greatly enlarged by active participation. Officers 
should actively participate by: 

(1) Giving thought to their careers as a whole; 

(2) Investigating jobs which Interest them; and 

(3) Forwarding assignment preferences at the end of the 
calendar year via the Service Report, HOAA Form 56-25, through the 
immediate supervisor to the Director, NOAA Corps, Attn: NCI. 

(4) Forwarding assignment preferences by letter, as often as 

desired, through the line of authori ty/chain of conmand to the Director, 
NOAA Corps, Attn: NCI. When an officer is requesting assignment to a 

specific billet or program area by letter, a copy should be fo»"warded to 
the cognizant MLC liaison officer, e.g., a request for assignment tc the 
NMFS, Pacific Environmental Group or 'MFS, Marine Marrmals program a'^ea 
should note that an information copy has been sent to the NMF" Liaison 
Officer . 

5. Peouest fon Assignment of a NOAA Commissioned Officer 
*he Director. NQAA Corps is responsible for the assignment of 
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56-45 C0M>1IS$I0NED OFFICERS - ASSIGNMENTS (Cont‘d) 

cofTm'ssioned officers throughout NOAA, in compliance with broad goals 
established by the Administrator, for the most effective utilization of 
the NOAA Corps in support of NCAA's programs. An office with a need for 
a commissioned officer should submit the request (see attachment 1) 
through tne appropriate cnain of cornmana (includes Director, Major Line 
Component - Attn; NOAA Corps Liaison Officer) to the Director, NOAA 
Corps, Although positions and funding are centrally managed by the 
Office of the Director, NOAA Corps, it should be noted that certain 
support costs are chargeaole against the benefiting organization, i.e, 
MLC/POE. Liaison officers and/or the Office of the Director, NOAA Corps, 
can provide details concerning positions and funding. 

Duty Tours 

a. Whenever possible, an officer's first assignment shall be aboard 
a NOAA ship, or on a field project, 

b. Initial sea duty tours typically are eighteen months to two years 
in length with subsequent sea tours of two to three years, 

c. Shore Duty tours following initial sea assignments are normally 
two to three years in length, 

d. Assignments may be lengthened or shortened for the convenience of 
the Government. Tour lengths are governed by the nature of the assign- 
ment or mission. All tours tend to become longer with seniority in 
service . 



e. Emergency assignments are exempt from all timing limitations of 
any nature and may start and stop at any time required by the emergency. 

f. Any officer assigned (PCS) to either Alaska or Hawaii is expected 
to serve in that assignment at least two years unless relieved earlier by 
the Director, NOAA Corps. An officer who is unwilling to so serve should 
refrain from requesting such an assignment. An officer selected for such 
assignment without requesting It and is unwilling to serve the two years 
should so indicate upon being notified of impending assignment. The 
Director will then determine whether the assignment will be made without 
the two-year stipulation. The resignation of an officer assigned under 
the two-year stipulation normally will not be accepted until two years 
after the effective date of his orders to such assignment. 

7. Types of Duty Tours 

During the assignment process, consideration shall be given to the type 
of duty being assigned. Noweven, it should be realized that total equity 
betwee»^ contemooran'es cannot always be maintained. In fact, variations 
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will be imposed whenever it is in the best interest of the Government. 
Numerous anomalies exist within each “type" of duty, e.g. Class I ship 
duty vs. Class IV ship duty or field parties moving at four to six month 
intervals or fixed duty with regular hours vs. fixed duty on shift-work. 
Equating such types of duty is purely judgemental. Thus, comparison of 
the number of months one officer has spent on a particular type of duty 
with those of another officer is not necessarily a valid comparison. 
Consideration of type of duty being assigned is given primarily to assure 
broadening of each officer’s professional development without causing any 
particular officer to experience too much duty in any one category. 

Types of duty are as follows: 

a. Sea duty - Assignments where an officer *s orders are so endorsed, 

and indicate an assignment aboard an operational vessel. Assignment to 
temporary sea duty must be documented by forwarding an endorsed copy of 
the official order to Commissioned Personnel Division, Attn: NCI. 

b. Fixed shore duty - Assignments to Headquarters, a Marine Center, 
laboratory, full-time training at a university or college, ship 
construction base, or such similar duty which requires only brief travel 
periods, if any, from the official duty station. 

c. Mobile duty - Assignments where the officer is required to travel 
so frequently that “blanket" travel orders are necessary due to the 
officer being in a travel status throughout the majority of the tour. 
Typical examples are: 

Hydrographic Field Parties 

National Geodetic Survey Parties 

Tides Parties 

Flight Duty 

Recruiting Duty 

Airport Survey Parties 

Photogrammetri c Parties 

Lake Survey Center, R/V SHENAHON 

3. Voluntary Independent Research Activity 

In order to permit the fullest use of the physical and intellectual 
resources of the MOAA Co^ps; captains of NOAA vessels, directors of 
Primary Organization Elements, installations, and fiOAA supervisors at 
appropriate other orgam za tional levels should encourage and support 
voluntary independent research and/or experiment by officers of the 
Corps during duty and noncuty hours subject to certain previsions 
contained herein, 

Recognizing that plans and schedules never completely anticipate future 
developments, including whims of nature and conditions of se’^v'ce, there 
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56-45 COMMISSIONED OFFICERS - ASSIGNMENTS (Cont'd) 

will be occasional intervals of inactivity. Also, in some locations, 
some officers may desire to make use of their leisure time. 

Consequently, each commissioned officer is invited to pursue some 
independent line of scientific inquiry related to the general mission of 
NOAA. Ship captains, directors, or top local supervisors may make 
facilities and equipment available for such voluntary activity, subject 
to the following provisions: 

a. The officer, whose substantive duties have been completed, wishes 
to perform such study. 

b. The officer is off duty and wishes to perform such study. 

c. The officer's correspondence courses and workbook obligations are 
up-to-date. 

d. Use of facilities and equipment must not interfere with 
scientific operations or experiments in progress. 

e. No aspect of officer study would warrant moving a ship or 
aircraft otherwise at rest,’ or stooping a ship otherwise underway; but 
the captain may approve such actions. 

f. Althougn helpful, study need not be directly related to 
immediate duties. 

g. Proposals should not have such amibitious implications as to 
raise the question of interference with regularly assigned duties, or be 
of such duration as to interfere with the officer assignment process. 

The director of each Primary Organization Element may approve sending of 
limited quantities of books and equipment to officers at remote 
locations, based on: 

Cogency of the oroposal for such study. 

Ability of the officer to complete the work sa ti sfactori ly , 
Relevance to the agency's over-all mission. 

Availability of equioment. 

Each study or experiment should be summarized for placement in the 
officer's personnel jacket. Quality of thinking is more important than 
the size of the study. !t ^!s not necessary to prove anything but it ’>$ 
important to be clea*^ and accurate. If an idea is developed to the point 
where it is suitable ^or a technical note or paper, the o'^ficer is 
encouraced to publish t''^ v/Qr-k in conformity with agency o’^ocedu'^e? ^or 
publ ication. 

A1 o^f'cers arc that, since this study work often involves an 
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interface with other scientists, questions (such as who uses what data) 

may arise from time to time which require tactful handling. In the event 

of a disagreement, the decision of the local top supervisor must usually 

govern. 

9. Effect on Other Directives 

NOM 56-45 dated June 6, 1973 is cancelled and superseded. 
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a. The NOAA Corps retirement system, like the retirement systems 
of all the uniformed services, is structured on the basis of a 30-year 
career. Maximum retired pay is based on 30 years of active service 

(2 1/2 % X 30, or 75% of basic pay). 

b. Normally, an officer will be retired, on his own application, on 
the first day of any month after he completes 30 years of active service. 

c. An officer may also request retirement after completing 20 but less 
than 30 years of active service. However, his retirement will be approved 
only if his services can be spared without adverse effect on the continued 
and effective operations of NOAA’s programs, and provided he has completed 
at least 2 years of active service in his current grade computed from his 
date of rank in such grade. Waiver of this time-in-grade requirement may 
be made by the Director, NOAA Corps due to extenuating circumstances. 

(33 use 853^) 

d. An officer may be retired involuntarily, as provided herein, 
because of statutory age, failure to be selected for promotion, or when 
his retirement is considered to be in the best interests of the Service, 

(33 use 853k and 853g) 

2. Voluntary Retirement 

a. Creditable Service 

« 

To establish eligibility to voluntarily retire under the provisions of 
33 use 853Z, an officer must complete 20 years of active service of which at 
least 10 years was service as a comnissioned officer (33 USC 864; 10 USC 6323). 
Active service for this puroose is defined as all active duty, including 
active duty for training, in the Armed Forces, and all active service as a 
commissioned officer, deck officer, or Junior engineer in the National Oceanic 
and Atmospheric Administration, the Environmental Science Services Administration, 
or the U.S. Coast and Geodetic Survey (33 USC 853o-l; 33 USC 864; 10 USC 6323). 

b. Retirement Application 

(1) An eligible officer desiring voluntary retirement shall 
submit his retirement application at least six months before the date he 
desires transfe*^ to the retired list. In unusual or emergency situations, 
the six-month reau'‘rement may be waived by the Director, NOAA Corps. 
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56-47 C0W1ISSI0NED OFFICERS - NONOISABILITY RETIREMENT (Cont'd) 

(2) Except for officers serving in the grade of rear admiral 
(upper half) or higher, retirement applications shall be in letter 
form addressed to the President of the United States and forwarded 
through the chain of command, including the cognizant office of the 
primary organization element, to the Director, NOAA Corps who acts for 
the President for this puroose. For officers serving in the grade of 
rear admiral (upper half) or higner, such applications shall be addressed 
to the President and forwarded through the chain of command to the 
Administrator of NOAA who acts for the President in this instance, 

(3) Retirement applications shall be processed promptly through 
the chain of command. Endorsements shall indicate whether the requested 
retirement date is compatible with the planned operations of the ship or 
activity and, wnen appropriate, recommend an alternate date. 



c. Application Format 

(1) Suggested wording for a voluntary retirement application is 

as follows: "Having completed (fill-in) years of active service, I request 

transfer to the Retired List to be effective on the first day of (month and 
year)." If desired, amplifying infonnation may be included in separate 
paragraphs. 

(2) All retirement applications shall include the following 

statement: "To my knowledge, I am (not) financially indebted to the 

Government of the United S^'ates." If knowledge of indebtedness exists, 
this statement should indicate the amount of indebtedness and the schedule 
established for repayment. 

d. Request for Withdrawal or Change of Effective Date 

Upon request, the Administrator or Director, NOAA Corps, as appropriate, 
in his discretion, may approve the withdrawal of a tendered or approved 
retirement application, or a change in the effective date of retirement, 
provided such request is approved before the retirement Is effected. 
Generally, reouests to extend an effective date of retirement will be 
approved provided the extension is for at least six months. All 
requests for withdrawal or change of effective date shall be submittec 
through the chain of command as outlined in b(2) above and contain 
justification for the requested action. 
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e. Effective Date 

The approved effective date of retirement under the provisons of 33 USC 853E 
win be specified in retirement orders by the Director, flOAA Corps. By 
operation of law, the date specified shall be the first day of the 
month. The officer's last day of active duty is the last day of the 
preceding month. (5 USC 8301) 

3, Involuntary Retirement 
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a. Statutory Age 

(1) When any officer serving in a grade below that of rear admiral 
has attained the age of 60 years, he shall be placed on the retired list 
effective on the first day of the month following his 60th birthday. 

(33 USC 853k(a)) 

(2) When any officer serving in a grade above that of captain 

has attained the age of 62, he shall be placed on the retired list, except 
that the Secretary of Commerce may, in his discretion, defer placing such 
officer on the retired list for the length of time he deems advisable but 
not later than the date on which he attains the age of 64 years. 

(33 USC 853k(b)) 

b. Failure of Selection for Promotion 

(1) As recommended by the Officer Personnel Board, any officer in 
the permanent grade of lieutenant corrmander or commander who twice in 
succession fails of selection for permanent promotion my be involuntarily 
retired or retained on active duty ac the discretion of the Director, 

NOAA Corps. An officer is considered to have failed of selection when 

(i) he is in an established promotion zone; (ii) he is not selected for 
promotion; and (iii) an officer junior to him is selected from within 
the promotion zone. 

(2) In any fiscal year, the total number of officers invol untarily 
retired pursuant to this subparagraph, subparagraph c below, and the number 
of officers involuntarily discharged in accordance with paragraphs Ih and 

Ic, MOM 56-57, plus the number of officers retired for age under suboaranraph 
a above, shall not exceed the whole number nearest 4 percent of the total 
author! zed’ number of officers on the active list. (33 USC 853g) 
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56-47 COMMISSIONED OFFICERS - NONDISABILITY RETIREMENT (Cont'd) 

(3) Any retirement pursuant to this subparagraph shall become 
effective on the first day of the sixth month following the date of 
approval of the retirement by the Director, NOAA Corps, unless the 
officer concerned requests earlier retirement, in which case the date 
shall be as determined by the Director. (33 USC 853g) 

c. Best Interest of the Service 

(1) As recommended by the Officer Personnel Board, any officer 
in the permanent grade of captain, commander or lieutenant commander may 

be transferred to the retired list, at the discretion of the Director, NOAA 
Corps, for the best interest of the Service pursuant to the provisions of 
33 use 353g. An officer's involuntary retirement is considered to be in 
the best interest of the Service for one or more of the following reasons: 

(a) 'h officer's performance of duty is at a level below 
that expected of an officer of his office, rank or grade, and who is not 
well fitted for the duties and responsibilities of higher grades; 

(b) An officer is not suited for continued service for one 
or more of the following similar causes: 

1 . Conduct contrary to laws, regulations, or administrative 
directives applicable to commissioned officers. 

2 . Intentional omission or misrepresentation of facts 
in official statements, either oral or written. 

3. Act of intemperance and/or personal misconduct to 
the discredit of the Service. 

(c) A reduction in the strength of the Corps is necessary by 
reasons of program contraction or numbers limitation. 

(2) In any fiscal year, the total number of officers involuntarily 
retired pursuant to this subparagraph, subparagraph b above, and the number 
of officers involuntarily discharged in accordance with paragraphs lb and 

Ic, NDM 56-57, olus the number of officers retired for age under subparagraph 
a above, shall not exceed the whole number nearest 4 percent of the total 
authorized nijnbe»' O'^ o^f'cers on the active list. (33 USC 853g) 
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(3) Any retirement pursuant to this subparagraph shall become 
effective on the first day of the sixth month following the date of 
approval of the retirement by the Director, NOAA Corps, unless the 
officer concerned requests earlier retirement, in which case the date 
shall be as determined by the Director. (33 USC 853g) 

4* Process 

When involuntary retirement under the provisions of 3c, above, 
is indicated, except when a reduction in strength is necessary by reason 
of program contraction or numbers limitation, the officer concerned 
shall be notified of his/her right to show cause as to why the retirement 
should not be carried into effect, prior to a final decision on retirement 
from service. 

b. If the officer concerned does not elect to exercise the right 
to show cause as set forth in a, above within 30 day', of receipt of 

the notification, or states in writing a desire not to elect to exercise 
the right as set forth in a, above, retirement shall be effected as 
prescribed in 3c above, as appropriate. 

c. If the officer concerned elects to exercise the rights under 
a, above, the Director, NOAA Corps shall provide the officer with the 
opportunity to submit any evidence the officer may wish to present to 
the Officer Personnel Board, and if the officer appears in person to 
call and question any witness who has knowledge of the case. A complete 
record of such proceedings shall be made and forwarded to the Director, 

NOAA Corps for review prior to final determination. In the event the 
record is not in the form of verbatum transcript the officer involved 
shall be notified of the right to review the record as forwarded by 

the Board to the Director, NOAA Corps and include an additional statement 
concerning any disagreement with the record as submitted. 

d. When a personal appearance to show cause in accordance with 
a. above is requested by the officer concerned, the following rights 
shall accrue: The officer may be represented by a representative of 
his or her choice; the officer may request any witness who has 
knowledge of the case, and reasonable efforts shall be made to obtain 
witnesses so requested; submit evidence by affidavit or otherwise to 
the Board; and question witnesses called by the Board. 

e. An officer who has been recommended for involuntary retirement 'A' 
under the provisions of 3.b above, may request within 30 days of receipt 

of notification, that the Director, NOAA Corps appoint a Records Examination 
Board to determine whether or not information contained in tne officer’s 
personnel file should be corrected or *'emoved. Such a reouest must 
be in writin';’ and specifically identify the records parts tnereof 
to be co’^’^ected or removed. At the discretion o^ the Director, NOAA 
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56-47 CONWISSIONEO OFFICERS - NONDISABILITY RETIREMENT (Confd) 

b. A part of a year that is six months or more which may be obtained 
by adding the total service outlined above shall be credited as a whole 
year for multiplier purposes, 

c. Retired pay may not exceed 75 percent of the basic pay upon 
which the computation of retired pay Is based. 

7. Payment of Retired Pay 

a. The pay accounts of retired NOAA officers are maintained and 
administered on a contract basis by the Cornmanding Officer, U.S, Navy 
Finance Center, Cleveland, Ohio 44199 in accordance with Navy rules 
and regulations governing retired pay. Therefore, retired NOAA 
officers shall comply with the instructions of the Cotmanding Officer, 
Navy Finance Center regarding their retired pay. 

b. Any allotments an officer has in effect while on active duty 
are discontinued upon transfer to the retired list. In order to allot 
from retired pay, a signed letter request to the Navy Finance Center 
is required. The letter must specify the name and address of the 
allotee, the amount of the allotment, and the date of the first payment. 
Allotments are limited 
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56-59 COMMISSIONED OFFICERS - INVOLUNTARY NONDISABILITY DISCHARGE 
1 . General 



* a . An ensign or any other officer, during the first three 
years of service, wno is determined by the Officer Personnel Board to be 
mentally, frorally, or professionally not qualified for retention with 
the approval of the Director, NOAA Corps, shall have the commission 
revoked. (33 USC 853e(b), 33 USC 853t (a)) 

b. As recommended by the Officer Personnel Board, the Director, NOAA 
Corps, may discharge from service with severance pay any officer in the 
permanent grade of lieutenant or lieutenant (junior grade) who twice in 
succession fails of selection for promotion. An officer is considered 

to have failed of selection when (l) the officer is in an established 
promotion zone: (2) the officer is not selected for promotion; and (3) an 
officer junior to the officer In question is selected from within the 
promotion zone. (33 USC 3539; 33 USC 353r) . 

c. As recommended by the Officer Personnel Board, any officer in 
the permanent graue of lieutenant or lieutenant (junior grade) may be 
discharged pursuant to 33 USC 853g, with severance pay in the discretion 
of the Director, NOAA Corps, for the best Interest of the Service. An 
officer's discharge is considered to be in the best interest of the 
Service for one or more of the following reasons: 

(1) An officer's performance of duty is at a level below that 
expected of an officer of the office, rank or grade, and who is 
not well fitted for the duties and responsibilities of higher grades; 



(2) An officer is not suited for continued service for one or 
more of the following similar causes: 

(a) Conduct contrary to laws, regulations, or administrative 
directives applicable to coimissicned officers. 

(b) Intentional omission or misrepresentation of facts in 
official statements, either oral or written. 

(c) Act of intemperance and/or personal misconduct to the 
discredit of the Service. 

(3) A reduction in the strength of the Corps is necessary by 
reasons of program contraction or numbers limitation. 
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56-59 COMMISSIONED OFFICERS - INVOLUNT.\RY NONDISABILITY DISCHARGE (Conc'd) 

d. In dny fiscal year» tne total number of officers Involuntarily 
dischargee In accordance with subparagrapns b and c above, and the numoer 
of officers involuntarily retired under subparagraohs 3b and 3c, mOM 56- 
47, plus tne nunoer of officers retired for age pursuant zo suboaragrapn 
3a, NOM 56-47, snail not exceed the whole number nearest 4 percent of 
the total authorized number of officers on tne active list. (33 USC 853g) 



2. Effective Gate of Discharge 

a. The effective date of separation for an officer whose commission 
Is revoked shall be as determined by the Director, NOAA Corps. 

b. Involuntary discharges under lb and Ic above shall become ef- 
fective on the first day of the sixth month following the date of ap- 
proval by the Director, .NOAA Corps^ unless the officer concerned requests 
earlier separation, In which case the effective date shall be as de- 
termined by the Director. (33 USC 853g) 

3. Process 

a. When Involuntary separation under the provisions of 1 a. or 1 c. 
above is Indicated, except when a reduction in the strength of the Corps 
Is necessary by reasons of program contraction or number limitation, the 
officer concerned shall be notified of the right to show cause as 

to why the separation should not be carried into effect, prior to a final 
decision on separation from service. 

b. If the officer concerned does not elect to exercise the 

right to show cause as set forth In a. above within 30 days of receipt of 
the notification, or If the officer states in writing a desire not to 
elect to exercise the right as set forth in a. above, separation 
shall be effected as prescribed in 2. above. 

c. If the officer concerned elects to exercise the rights 

under above, the Director, NOAA Corps, shall provide the officer with 
the opportunity to submit any evidence the officer may wish to present 
to the Officer Personnel Board, and, if the officer appears In person, 
to call and question any witness who has knowledge of the case. A 
complete record of such proceedings shall be made and forwarded to the 
Director, NOAA Corps, for review prior to final determination. In the 
event the record is not in the form of verbatum transcript, the officer 
involved shall be notified of the right to review the record as 
forwarded by the Board to the Director, NOAA Corps, and Include an 
additional statement concerning any disagreement with the record as 
subml tted. 
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d. When a hearing in accordance with a. above Is requested by the 

officer concerned, the following rights shall accrue: The officer may 

be represented by a representative of the officer's choice; the officer may 
request any witness who has knowledge of the case, and reasonable efforts 
shall be made to obtain witnesses so requested; the officer may submit evidence 
by affidavit or otherwise to Che Board; and Che officer may question 
witnesses called by the Board. 

e. An officer, who has been recommended for involuntary separation 
under the provisions of l.b. above, may request within 30 days of receipt 
of the notification that the Director, NOAA Corps, appoint a Records 
Examination Board to determine whether or not information contained in 

the officer's personal file should be corrected or removed. Such a request 
must be in writing and soecifically identify the records or parts thereof 
to be corrected or removed. At the discretion of the Director, NOAA Corps, 

a board of one or more officers senior in rank to the officer Involved 

and who have not in any way participated in the recommendation to separate, 
may be appointed as a Records Examination Board to receive any evidence 
the officer may wisn to submit and make appropriate reconmendations to 
the Director, NOAA Corps, concerning corrections, deletions or additions 
to the officer's personal file. 

f. A request by an officer for a Records Examination Board (under e. 

above If granted) shall entitle the officer to present evidence either 

In person or by affidavit to the Board. A summary of the record of such 
proceedings along with the Board's recommendation shall be shown to the 
officer involved prior to submission to the Director, NOAA Corps. If 
the officer involved disagrees with the summary of the record or the 
recommendation of the Board, may submit In writing the reasons therefore 
to the Director, NOAA Corps. 

4. Severance Pay 

Any officer separated, pursuant to subparagraphs lb or Ic above, shall be 
paid a lump-sum payment computed on the basis of tv/o months' basic pay 
at the time of separation for each year of service, but not to exceed a 
total of two years' basic pay. A fractional year of six months or more 
shall be considered a full year in computing the number of years of service 
upon which to base the lump-sum payment. (33 USC 853h) 

5. Other 
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Those provisions of NOM $6-^8 (paragraphs 3 and ^) , regarding separation 
medical examinations and additional separation procedures are applicable 
to officers being separated In accordance with this directive. 

END 
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